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TUESDAY, MAY 13, 1980 

U.S. Senate, 
Special Committee on Aging, 
^ Washington, D.C. 

The committee met. pursuant to notice, at 10:12 a.m.. in room 6226, 
Dirkse'n Senate Office Building, Hon. Lawton Chiles, chairman, 
presiding. ' 
Present: Senators Chiles, GlenrT, Melcher, Pryor, and Percy. 
Also present: E. Bentlev Lipscomb, staff director; J6hn A. Edie, 
chief counsel; David A. ftust, minority staff director; Deborah K. 
Kilmer, legislative liaison; Xeal E. Cutler and Helena G. Sims, profes- 
sional staff members; Eileen M. Winkelman, minority professional 
staff member; Mqrjorie J. Finney, correspondent; and Helen Gross- 
Wallace and Joan D. Nielubowski, clerical assistants. 

OPENING STATEMENT BY SENATOR LAWTON CHILES, CHAIRMAN 

Senator On ii.es. Good morning, and welcome to the second of our 
. hearings on "Work After 05 ; Options for the 80\s." 

It is with great pleasure that I welcome our four witnesses today 
who represent four c/ompanies that have provided unique leadership 
in developing programs for older workers. 

In addition to giving us a summary of their companies 1 efforts to 
provide better options for their older employees, they have agreed to 
talk with us about how private industry in general is likely to react 
to pressures for extended w<frk opportunities. 

I am particularly anxious to know what recommendations they may 
have for us ?o that Congress can work with them to stimulate more 
options for older workers. 

Over the past several years, Federal dollars have been channeled 
into various employment programs designed to assist the older worker. 
While these Federal programs have ofte.i been helpful, they have not 
begun to satisfy the need or the demand. 

In today's world of inflation where budget balancingls a major con- 
gressional goal, there is simply no room for new costly employment 
programs, or for largCincreases in existing programs. Therefore, if 
we are to reverse the current trend toward early retirement and begin 
a new emphasis on longer employment, the major thrust must come 
from private industry. 

Ajpun, I would point out that the committee in no way wants to 
eliminate the options now available for early retirement. In fact, we 
realize how important early retirement can be for some people. For 
many It is both necessary and viable. 

o * (86 > 
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What troubles me is that there arc so few alternatives. Nationwide N 
polls have indicated that almost half of those retired or near retire- 
men^Would prefer continued work. At our April 24 hearing, we were 
told tlratrin a recent nationwide survey, Americans have jrreai pessi- 
mism about their retirement iijpome prospects. Almost f>2 percent of 
those polled indicated that their retirement income would probably 
not, or definitely not; be adequate for their needs. 
« Certainly much needs to be donejto improve the overall sretirement 
income^needs of tlris country, and in this regard the committee is very 
pleased 'to have C. Peter McColough with usJoday. Besides his duties 
as chairrnan of Xerox Corp., he has provided able leadership as Chair- 
man of the President's Commission on Pension Policy. ft 

While the Commission's finaJ report is not due until February of 
next year, I understand that they are scheduled to release an interim 
report some time this month. Wo look forward with preat interest to 
that report, and to any preliminary conclusions that Mr. McColough 
may be able to share with us today. " 

In addition to Mr. McColough, we are happy to have with us senior 
executive officers from three companies widely acknowledged for their 
leadership in the area of the older worker. Gerald Maguire is the vice 
president of corporate services for Bankers Life & Casualty of 
Chicago. ^ 

Harold Page is the vice president for personnel of Polaroid Corp. 

William Read is senior vice president for employee relations of 
Atlantic Richfield. 

Gentlemen, thank yon all for being with us today. 
, Our purpose here this morning is not to review all the problems of 
retirement income. Instead, we intend to continue our look at one part 
of the solution. I am convinced that with the leadership of private 
enterprise, and with the assistance of Congress, much can be done to 
expand work options for older persons. In human terms* we can en- 
hance the independence of older workers, and certainly reduce their 
pessimisTTi about their income needs. And finally, in terms of cost, we 
may be able to reduce the growing pressures on'social security and pn 
our troubled pensiqn programs. 

Before we go to our witnesses. Senator Pete V. Domenici, the rank- 
ing minority member of our committee, is unable to he with us today 
due to a prior commitment. He has submitted a statement which, with- 
out objection, will he inserted into the record at this point. * 

Also, Senator John Heinz is unable to lv w ith us and has submitted 
a statement for t! e record. 

[The statements of Senators Domenici and Heinz follow :] 

Statement ok Senator Pete V. Domenici 

Mr Chairman. I am pleased to have this opportunity to make a few brief 
remarks 'luring this hearing of the Senate Special Committee on Aging on "Work 
After ar>: Options for the fOH*' Thi* hearing, the second in the committee's 
series on work and retirement, will focna on private industry's response to the 
unique employment n#eds of the older worker. 

I hope this morning's panel of distinguished corporate executives will explore 
the following topic* The level of interest among private companies in the prob- 
lems of older workers . the costs private employers .mist absorb if they are to 
initiate programs u, prolong employment life, the relative cost of retaining an 
oide* worker compared to hi ring a now, jounger one , and how Congress and the 
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potential for increased productivity and retention of eitizen^of all ages in the 

W Today °we will hear nhout the possibilities of opening private sector options for 
employment of older workers, as well as some of the barriers that yon as lar?e 
emplovers, face in adjusting to an a^ing work force 1 am cm.fldent that much 
can be done and that we can begin to forge the compact of public pohe> and 
private initiatives which will capitalize on the older worker asli resource to be 
valued, not a burd n to l>e borne. 

Senator Chiles. Mr. McCoiongh, we will start with your Statement 
All of your statements in full will be placed in the record and if there 
is anyway you can summarize your remarks for us, we would appreci- 
ate it ; it will give us more time for que&t ions. 

. STATEMENT OF C. PETER McCOLOTJGH, WASHINGTON, D;C, 
CHAIRMAN AND CHIEF EXECUTIVE OFFICER, XEROX CORP.; 
AND CHAIRMAN, PRESIDENT'S COMMISSION ON PENSION 
P0I4CY 

Mr. McCoLOumt. I would like to thank you, Senator, for the op- 
portunity to testify before this distinguished committee toda\. I w*ll 
address the ibsues vou lane outlined from two perspectives: As chair- 
man and chief exeentne oflicer 'of Xerox Corp., and as ( hairman ol 
the President's Commission on Pension Policy. 

At an earlier hearing m your series on employment opportunities 
for older workers. Dr. Woodruff, Executive Director of the Presidents 
Commission, summarized the objective of the ( ommissjon— to develop 
a national retirement income policy. In working toward this objective, 
wo have focused our effort b on the difficulties that older Americans en 
counter in retirement. There are growing problems plaguing our tradi- 
tional retirement >\ *\vm> as they Mrain to meet the needs of flic elderly. 

The Pension rbmmisMon recently completed :\ days of meetings 
during which we made a minder of preliminary decisions on retire- 
ment income issues. Several f>f our recommendations relate specifically 
to the issue of/rTTcnmsing einplo\ inent incentives and opportunities for 
older workers. While these decisions will be stated m our interim 
report to he released next week. I would like to share with yon today 
the general principles behind some of our specific policy recommenda- 

t! °As a matter of lmsic public polrcv. the Commission believes that 
efforts should he directed tow nnf insuring that all sources of income 
for the aged maintain their preretirement standard of living. The 
Commission endorses the current role of social security m providing 
a minimum floor of protection for, the aged. However, we question 
whe'her social security should be relied upon to provide all income for 
reti-ees or disabled workers. The Commission believes that program*? 
to supplement this floor of protection must be substantially increased. 

Increasing amounts of national income will have to be devoted to 
pension benefits in the ven near future as an even larger percentage 
of our population age* and lives longer in retirement. I know Dr. 
Woodruff mentioned the follow ing figure in his testmionv on April 24. 
but it bears repeating: -Total retirement, disability, and survivor* 
benefits increased from % 1 percent of GXP in 1050 to 8 percent of the 
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Mr. McColouoh. I would like to highlight some of those disincen- 
tives and incentives. 

Within the context of the social security system, the earnings test 
represents a major disincentive to work. This is underscored by the 
fact, that many beneficiaries who do work keep their earning? beiow 
tho level at which benefits are reduced. . 

Many people work to supplement low social security benefits Such 
workers would benefit then from removal x>f the earnings test. I lew- 
over, the elimination of the earnings test, unless accompanied by new 
tax policy, would also benefit those people with high earnings. 

With regard to work incentives, alternative work patterns could 
solicit greater work force participation of older workers. The Com- 
miseion wants to encourage and develop information on alternative 
work patterns through research and demonstration programs in exist- 
ing Federal employment programs. Alternative work patterns include : 
Part-time work options— older workers could switch to part-time 
employment with the same employer or begin part-time work with a 
new employer. Part-time work could be permanent or temporary. 
Interest in part-time emplovment was measured by a 1978 Harris poll 
in which °3 percent of the retired respondents and 23 percent of cur- 
rent employees indicated they would prefer continued part-time em- 
ployment to full-time retirement Furthermore, the category of part- 
time workers is one of the fastest growing segments of the U.b. work 
force. In 1978, 17 million people worked in part-time jobs. 

An Aire Discrimination in Employment Act (ADEA) impact 
survey found that part-time options were the most commonly provided 
alternative work pattern among the responding firms, with 22 percent 
of the fiims having implemented or beginning to implement _ part-time 
options. Only 50 percent of the employers were not considering adopt- 
ing such policies. I 

Phased or gradual retirement— in various forms, this policy involves 
a reduction in worktime and an increase in leisure time of older work- 
ers. Phased retirement offers both psychological and economic sup- 
port to the employee approaching retirement. Employers retain the 
skills and productivity of qlder workers and may reduce costs as- 
sociated with early retirement. But few employers presently offer 
phased retirement programs in the United States. 

In a recent studv of the impact of the ADEA amendments. 7 per- 
cent of the respondents indicated they had implemented phased retire- 
ment which was defined as, a policy which allows a qualified worker 
to receive a partial pension while receiving partial wages. 

Flexitime- flexible work hours offer employees the opportunity to 
choose tl>«ir own arrival and departure time from work within limits 
set by management This is already being used by private firms and 
Government agencies. For older workers, flexitime gives increased 
flexibility in adjusting work and leisure hours to suit individual needs. 
Most flexitime hasten initiated by management to increase employee 
morale and job satisfaction, reduced turnover and ease problems of 
absenteeism and tardiness. Research evaluating flexitime shows no 
negative results. Flexitime appears to have few serious disadvantages 
1 mijrht add at this point mv own strong feeling that the subject of 
alternative work patterns is extremely complex. A thorough develop- 
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ment of these options demands far more resources and time than is 
available to our Commission. % 

The Commission paper also suggested that job retraining and job 
redesign for older workers in private industry could be encouraged 
3? g V a i X in , ccntlves - federal employment and training programs. 
. and/or Federal contract requirements. 

Job redesign has been recommended as an alternative to the tradi- 
tional response of transferring, shelving, or encouraging early retire- 
ment of an older employee who can no longer perform a civen iob 
Redesign is seen as changing a job in order to match the changing 
capacity of an aging worker. According to a 1967 Department of La° 
bor report few of tjie 1,000 largest American industrial corporations 
have specifically redesigned jobs for older workers 

Job retraining, though often unavailable to older workers, could i 
Help equip these workers for new jobs. More often than not, the on-/ 
portunity to participate in new retaining programs declines as a per- 
son approaches retirement. This is because many employers feel that 
earning abilities decline with age. Others believe it is not cost effec- 
tive to tram older persons, as they assume older workers will have 
snorter workhves. 

In general, we feel that older workers are not represented propor- 
tionately to their eligibility in Federal employment and train in* pro- 
grams. Programs under the Comprehensive Employment and Train- 

ing *u r! • ' mamly Sorvecl "employed underemployed 
youth. Over tne last 4 years, scarcely 10 percent of all participants in 

fhSver ^ ^ ° VCr ' ^ dec,inin S Participation by 

• T «!u 197 , 8 a,nen dments to CETA-section 308 of title III— mandat- 
ing the development and establishment* * * of programs for mid- 
dle-aged and older workers'' will hopefully lead to a more equitable 
distribution of these resources to middle-aged and older workers 

I he senior community service employment program funded under 
N.0 Older Americans Act has successfully provided part-time jobs for 
chronica ly underemployed workers 55 and over who are below the 
poverty level. However, it cannot reach those alx>vo the poverty level 
who have not been chronically unemployed but who may need the as- 
tlinS empl °y mcnt P ! ' 0 g'»»is in order to compete /or job oppoi- 

While the Commission has not «pe<-ifirallv decided what tax in- 
centives should be offered to private mdustry'to encourage employers 
ni™ workers, the Commission is aware of two programs mider 

One: Targeted job tax credit which provides a tax credit equal to 
half the hr*t year salary up to a maximum, then one-fourth of the 
maximum the second year; and 

Two: Private sector incentive program which encourage employers 
to hire unemployed individuals for on-the-job training lxvanse CET\ 
pays the training costs and the workers wagro. 

While these programs are largely aimed at helping the young, thev 
could serve older worker*, as well. 

I would like to add with regard to mandatory retirement, the Com- 
mission deferred di*cusMon on tin-, issue }>ec:mse"we do not ha\e enough 



IC 



11 



82 



experience with the impact of the 1978 amendments to the act which 
raised covered ages from 65 to 70. 

At this point, I would like to briefly outline the efforts of my own 
corporation to address the needs of older workers. 

Under the Xerox pension plan employees who retire at age 65 with 
30 years or more service receive benefits based on 50 percent of the five 
highest salary years, less 50 percent of their social security benefits. 
For those with less than 30 jears of service, "who wish to stay beyond 
age 65, pay and years of seme , will continue to accrue. 

In Julj 1977, the company initiated a retirement income guarantee 
plan which provides a basic floor or minimum income-level for U.S. 
employees. In January 1078* Xerox provided its first pest retirement 
benefit increase with additional raises scheduled for retirees in July of 
this year. 

A uniform preretirement counseling program is being developed 
and is scheduled for implementation in 1981. These 2-day counseling 
programs will be for prospective retirees age 55 and their spouses. The 
programs will focus on a series of topics including: Financial and es- 
tate planning, Xerox benefits, lifestyles, diet, hobbies, and so forth. 

Xerox has a disproportionately tfliall number of older workers 
compared with other corporations of similar size. The company cur- 
rently had 815 retirees on a base of 60,000 U.S. employees. If we took 
our 60,000 overseas employees, the base would be even smaller. We 
have, however, addressed the problems and needs of older workers 
through support of external programs such as: national journal 
funding of publications on aging and participation in annual con- 
ferences; Andrus School of Gerontology, University of Southern 
California and the Business Institute of Gerontology funding for re- 
search and development ; and Japan Society, Inc., partial funding of a 
study on the implications of an aging labor force in Japan and the 
United States. 

In closing, I hope that the work of the Commission, particularly 
in this area, will be useful to the committee. I look forward to shar- 
ing our interim recommendations with you in the very near future. 

Thank you very much. 

Senator Chiles. Thank you very much. I think we will try to hear 
from all of the panel. 

STATEMENT BY SENATOR CHARLES BL PERCY 

Senator Percy. Mr. Chairman, I wonder if I could make a quick 
personaj comment. 

I am very grateful ihdeed to have Mr. Page here. Years ago, Bell & 
Howell manufactured just millions of Polaroid cameras We had a 
ven clos« working relationship with your chairman. The) have had 
a long standing flexible retirement policy. I think that the- work that 
they have done in this fieid is extracraiiurily viistinguishea. 

(W of the examples of how a co, ipany can continue to employ 
older workers and yet save money is illustrated by Rankers Cife & 
('usually Co. of Chicago. The retiree temporary worker pool formed 
in March H)7f> has sav d the company thousands of dollars in employ 
ment fees and has provided retirees an opportunity to vork. 
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an opportunity to share the experiences, systems, and procedures of their busi- 
ness, ccademle institutions, and service agencies in the hiring and retention 

° l rwWil^wtnniend Hankers Life & Casualty Co for developing fre*h approaches 
toward retraining older ^o*ker*. and giving many of them the chance to feel 
productive. 
Senate- Chimes. Mr. Page? 

STATEMENT OF HAROLD 8. PAQE. CAMBRIDGE, MASS., VICE 
PRESIDENT, PERSONNEL, POLAROID CORP. 

Mr Paob. Thank you, Senator, for the invitation this morning. What 
I would hke to do is d&*nbe the Polaroid exj>crience with nonmanda- 
tory retirement. The corporation has ne\,; had mandatory retire- 
ment. We retired our first person in 1955 and I suspect that was when 
the question of whether or not we should have mandatory retirement 

came up. , „ . , . 

Through the 1950s we had a program that allowed people to con- 
tinue working beyond age 05 requesting it through an extension re- 
view program, if the\ were in good health, !<ad good performance, 
and had some degree of a thought -out retirement program, we allowed 
them to continue. During thatV riod } u< ahout everyone who re- 
quested to stay wa.s allowed to stay. With the passage of the Age Dis- 
crimination in Entpknmcnt Act. we abnndoned the request sy-tein 
completely for tho.se* under age 70 and we applied the extension review 
program to people who were 70 yeai> and older, so people today at 
70 years can continue working if they x> desire. 

Our oldest current actne employee i* * lend guard who is 74 years 
out and a verv vital part of our security force. We have about 6^0 
people who have retired from Polaroid. We are a relatively voting , 
company. Of that WO, 52 percent hate retired More age 0*5 Over 
the years about 20 percent has retired at (»5 and almost 30 percent 
have stayed beyond age 65. 4 , . lftn 

Wo have a profit sharing retirement plan that was started in IP.*-', 
a pension plan that was started in 1072. and we provide medical and 
life insurance benefit* for retirees and their families The average 
vear career employee "ho lea\es Polaroid would anticipate 60 to 65 

\ percent and a few people up to 70 percent of their pay replaced from 
ft combination of pension, prohtf sharing, and social security. 
^ We believe that thi* retirement package, as l>est ue can determine, 
is a!>ove average for American industrial companies. 

Retirement counseling has been available at Polaroid since the 195(1 s 
In its earliest stage it told people ahout our plans and about social 
security so that they could administratively understand wrtat kind of 
income thev would ha\ e. Todav our counseling function covers a much 
wider range, it includes group serious, seminars, and several one-on- 

0110 meetings. , t t * 

Our retirement nhilo-ophv i> much the same as our philosophy on 
other issues in the eompam.'We want our employees to have the free- 
dom of choice and to take' individual respoi nihility for their action- 
The company feels it- responsibility in i.ireer development is to pro- 
vide encouragement and support for employe** and to provide the 
U«t tools for career change that we have. \N e have a posting system 
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that goes from the lowest level all the wav up to corporate officer*, 
no have extensi\e education and training piogiams and we have a 
liilKime-eareer-development staff. 

The atmosphere within the company is deliixtraMv competitive. 
JMnpioyees can expect to encounter a wide \anetv of choices. What 
they make of these opportunities is then choice, f Ue company s role 
has tried to l>e neutral in not pulling or pushing emplo\ees in any 
direction but to provide the oppoitunities and ha\e them take advan- 
tage of them. 

Hetiremont decisions are much the same. Our policy is to provide 
retirement any time between the ages of 55 into the 70s,, Pressure 
is not exerted on people to stay or to leave. We try to provide em- 
plouw all the tool* necessary to make a w^e <hoice regarding then- 
own retirement. We will help people earn out paitieidar retirement 
choices. For instance, facilitating in tapering oil schedules and so 
forth. 

Our historv in this nonmnndatorv retirement and counseling I think 
has uncovered what most everyone finds, that retirement is an intense- 
ly individualistic isMie. Some people welcome it. *ome people diead it. 
All view it slight 1\ different from one another. I think one might 
characterize retirement as meaning different things to different people 
at different times and it also means different things to the same person 
at different times in hi* or her life. 

So with that m mind we put together a wide variety of seminars 
and counseling session*. At age .V* we personalh imite all of our 
employee reaching age M to a 4-hour scminai to gi\ e them the broad 
aspects of retirement, social security what their l>enefits are. Manv 
don't 'onic at age 5j, some may show up at 57 or 58. 

We have a thnur called w mtlow-.-diopping conferences where an< 
where in that l.Vyear period an emplo\ee can tome in and look 
through the variety of retirement benefits' he oi she might get at dif- 
ferent ages and at different time- to sort of fen 1 out where they are 
at different positions m their hfi» We will hold maybe 200 of those 
conferences each vear with a variety of different employees. 

We have specify preiet ircment conference* a* a person nears their 
retirement decision. The retirement counselor ma\ spend 4. 6. even 
* hours with a person probably including their spouse, a close rela- 
tive, or a friend discussing nttittales toward retirement, use of time 
when they retue. difficulties of transition, .suitable retirement activ- 
ities retirement considerations, and most an\ other subject tliat we 
think or that the employee thinks is significant to that individual 
situation. 

The employee U encoumged at this point to take a hard look at 
retirement be< au-e t\ivy are closing in on making a decision. We want 
them to add re*- the <p;e>tion. Is it right for them? Is retirement the 
right step ever? How they are goimr to spend tL next 20 years or 
«o of their life. In some instances tnis might al*o be a time to discuss 
alternative option* *o that they don't feel that they are only locked 
into one option and that is to retire. 

One of the alternatives we have used has iwen a thing we have 
railed rehearsal retirement whore we will grant someone a leave of 
ab*uice for il or :\ months to *eo what it is like not to have to come 
to work e\ery da\ and not to have a paycheck or have their dediic- 
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tions taken care of. After that they may chose to go on to retirement 
or come back to the* company, having tried retirement and finding it 
didn't work. We a No have employees on tapering off schedules that 
allow them to cut down to a less than 4- or 5-day workweek to sort 
of phase into retirement. 

We also run twice a year, during the spring and the fall, a pre- 
retirement seminar .series on retirement. This i.-> for all employees 60 
jears and older and for younger employees who are thinking about 
earlier retirement. The seminars are run in the evening to enable 
spouses, friends, and faniih to show up. especially if the other spouse 
may be working. The subjects covered include financial planning, 
legal matters, good life habits, use of time, social security and all of 
what we would call the traditional things. 

Again, oui experience has l>een that .*>() percent or so of our people 
go early. 2~t percent oi -o around b\">. and 2T> percent historically have 
stayed lieyond (m. One trend that we arc noticing is that people who 
do rcaich Pm and aiv still acti\ely in the work force are now extending 
longer. We don't know whether this tendency of age-G5 employees to 
continue working is due U> (nonomit conditions, changes in the L*w, 
retirement philosophy, or some other undetermined cause. The switch 
in the statistics ha\e come in the last '2 or 3 \ears. Our retirement mix 
Ls aUuit the same as the mix of employees in the company. One-third 
of our work fone is professional, two thirds of it is nonprofessional. 

The thing that I think that is most significant in our experience is 
thi.s ability to self-elect. Overwhelmingly what wc find is that people 
who choose to M\\ U'voml ()D are basiealh tlie people management 
would ih(K)se to have ->ta\ i>c\oiul 05. The j>eople that leave early are 
UMialh ]>eople who have health pioblem^oi [km forma nee problems or 
in some way their contribution is being diminished. 

So with that in mind, self-selection iuus done exactly what we want 
it to do. To be sure, there are some exceptions. Some valued people 
have left earh and a few bad performers have stayed on. The excep- 
tions are few. 1 think I can't imprcs.s enough on people that If we 
just let the self -election take its course, things seem to settle out just 
alxmt right. That has been our basic experience. 

People b\ and large who are staying on want to stay in the same 
job. We have not had great success with clianging career&or changing 
jobs at that late aire level. We are learning to facilitate the tapering 
off business; that i-. le-s than a full 40-hour workweek. Performance 
review-, histoiiculh have been somewhat of a problem throughout all 
employe s* career in the company. And it has Wn difficult sometimes 
for supervisor^ to Iress |>erfonnanee as appropriately with some- 
one very clo*e to i einent as they would in a younger person; but 
that has not In * n a majoi K>ue although we have seen some difficulties 
in that area. 

Polaroid maintains a vei \ outstanding attendance record far a 
company of oui m/c. We monitor it closely. We have a great amount 
of reeoidkeepmg around it. Our observation is that the story that the 
older workeis have pool attendance is purely a myth. When we look 
at neople over C»V their attendance is substantially the same as every- 
body els V. quite good. In fact, the numl>er of jieople who have per- 
fect attendance ,in our woik force is 10 |>ercent and in our post-65 
people that percentage is IS percent. 
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In concluding i i NVOU j t j | lklk U} hjn {h . { ^\{^\ Vii \ ol) Ls a 

<ery unportani i^mic. The ^eond hnporuuit is>ue to us is to treat 
people that are \vorkm<r | N -y»ncl <>:> as full c»rt>orate eil l/.ens. We 
•Ion t reduce our ImmicHis piognim.s. wo don't .stop the Wit or |wiimoii 
accrual. In ncrv -ense everyone working at b7, (>8, or To ls treated 
exact ly like am utlier i :nplo>ec we have. We ha\e not said wttrk beyond 
()■> hut \ou will got only p,ul of t he. package. 

So in short, having some 30 years of experience with it, though it is 
small Ixyuii.sc we are a young company, we would sav treat every I ml v 
the same, lot people self-select, provide appropriate counseling, and 
let people make their own choices and it will work just line 

lhank you. 

Senator ( 'ima Thank you, Mr. Page. It sounds like you have a very 
flexible system. JVe have a quasi-flexible system. We get a chance 
e\ery h years. We wish to continue out it is not completely flexible 
\\ e go before a board that determines whether .\\e can continue or not 
I laughter]. 

Mr. P\ ( ;k. Mo-t of you seem to be doing pretty well at that 
Senator rim ks. Without objection, the prepared statement of Mr 
i age will be entered into the record now. 
[The prepared statement of Mr. Page follows:] 

I»kki'\rf.i> Statement or HaroU) S, Paoe 
Prtliirold !r a hi K h tcchnolo^x company that un.s incorporated In 1037 by 

first sw hAlV'l '^''"lu lllul ,< U ^' h V "VtU's and to manufacture the world s 
first synthetic pomrmm: Miters During World War II. ih e compam experienced 
cmisHlerahle uro.th due ,o the extenshe use „f Polaroid niters „ 
\\ ea |M uis ami hardware Shortly after the war, Unci applied for his first Mtein 
I LV:J»? u nt "" WTa illu \ bmnehed the company into the i.eu Held of nistan! 
Phoio^rap 1.x Ioday hi- approximately 1.3 hillion dollars' uorth of instant 
cameras, film, and related product* a year. 

The company employs approximately U.QOiT jieople in the t'nlted State- most 
of whom «„rk in eastern Massachusetts Distribution centers and s' -s oi t s 

l?tl!Z\Z l l """" r ,* U \ U : ,I,M mers, ' as w * » l - >"»''' niamiflifturl n K plants 
a Holland and Scotland Approximately one-third of Polaroid s I'S enip oveos 
hold professional, exempt johs 1 ,u,s 

fl t RKTlRKMB.NT HISTORY 

hvtxrrmvnt agv 

The thnliifp of retir.-ment at Polaroid has : ,i NVJMS h „ on flexible There is no 

;;;:;;»»;;» ^ ^ that u.dicntes there has e\er been a mam!™r rel™ 

uient poli'-y at liny kivcii iiyp 

ItPKinnine in the ml.MIe of the MfcTOV member* were allowed to continue 
" »"•""«" «•»'« w„s k„»»„ „< th, extend ev ^ „. 

grain k\feiw..,n .ippr.^aN ».,. r e I.nse<l on K „o<l heiilth. «,-.,„! nerfnrmmuv nml 

l ot ve rompa,,, Uy,(T ,.,,n|,| he reason i„ onrtnl! extensions, n ,1,-r ( I , ' ■ 

«-„';; v m' " ! ", j, ; ri v ,,f , "" pl " u,,,s wi ■"" , "< i "• «■»»«« .a 

\vm n """" P " '" ''" s "' 11,1,1 "" r «•«•»• <-mplmee I- currently 7 

^STTA-IBK- "'" " u,, " si ' , " revip " ,,r ^ r '"" — • SSSri 

\umbrr of retiree* 

The first employee to retire from Polaroid left the com pain in 1Wi Since 
t; , h :^ X m f ,,,J ' fi2 ° »'«vo retired, one-thin! ?>m exem „ j 

and two-tlHr(l« from nonexe.npt jobs Of this (i20. W percent have ret r I n ler" 
a«c (W. L'l iiereent at n K e 05. and 27 beyond » K e 
Urhrvmrnt plan* 

The comrmny-s retirement benefit program i-unslnts of a profit-sharlm: nlan 
that started in 1052, a petiHlon plan that started in 1072. and medical ami life 
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insurance benefits for retirees and their families The average 3(>.venr cnrtier 
employees who lens us Polaroid nt age 05 inn anticipate hawng GO to 65 pen-en t/>f 
hi* or her pay replaced from n combination of pension, profit sharing. nml-M+cinl „ 
security. If nn employee wishes to take early retirement from age Jm on, !ii> 
or her pension is discounted by 3 percent i^er year. Our belief is that this ntire 
inent package is abo\e average for American industrial companies. 

Retirement counseling 

Retirement counseling has been a\ailable at Polaroid since the rnid-loTrfVs In 
its earliest stages, it was part of the company's regular counseling staffs re 
sponsibilities, However, by the mid-1900's. the number of people retiring had 
grown to such nn »\tent that it became a separate, formalized function Coun 
sehng sessions were oiigloully d« signed cssonn.til \ ro insure tltii employee* 
understood Polaroid's retirement plans and how to apply fur social security 
Today the counseling function co\ers a much wider range of topics and has 
expanded to include seminars, group sessions, and se\eral une-to-oiie meeting-* 



Polaroid's philosophical approach to retirement is bar>ed on the same c.imepts 
that underlie our approach to career deielojmiei't Freedom **f choice and in 
dividual* responsibility ■ 1 t 

The company feels its responsibility in career development is to prmlde em- 
ployees with encouragement and support and to provide the i>est tools avail 
able for career change — such as our strongly supported job posting system for 
hourly and salaried jobs, our extensne educational aifd training programs, and 
a full time career de\elopmcnt staff for group and iiulhidual career counseling 
Hut when ami how one um»s tin so tools is a i>ersonal detlsion. The atmosphere 
within the company is deliberately lompctlMu* and employees < an exi>ect to 
er counter a wide \ariety of career choices while they work here Hut what they 
nake of iheso opportunities is their own i hobo The company docs not pull or 
push one way or the other 

The decision of when to retire is also left up to the IndiUdual Our policy 
provides for retirement any time between the ages of 55 and TO. and after age 
70 on an extension appro* al basis Pressure is not exerted on employ ees either 
to stay or leave What the company tries io provide for employees durinu that 
time are all the necessary tools to make a Use choice regarding their own 
.Mlrement We will also help employees carry out their particular retirement 
plan chohes\ for example we would help facilitate a tapering off s( Iodide that 
had to he worked out with an employee's department manager, but we would not 
assume the responsibility of making such an arrangement happen 



Our long history of retirement counseling has unco\ered the intensely in 
dlvldualistlc nature of the wav pie think about retirement Pome people 
welcome it. others dread it Almost all \iew it slightly differenilv from one 
another We have also found that retirement is viewed differently b\ the same 
IKtmou as his or her life circumstances ihangc The counseling program we oft* r 
is therefore designed to resjK>nd to this \ariety of needs b\ gWUu employees :i 
number of different formats in w hich to discuss retirement 

Thr t\qc xrminar 

Kneli \enr n U emplo\ees turning ai'e ~r» are Invited 1< attend a I hour seminar 
to disi uss Polaroid s retirement l>eneflts and s«*cial security Attendance is stricth 
optional and quite often an employee who doesn't ele^t to come at age JK5 will 
show up a few years later The discussions, at this point, are very general 

WtmtnW'UhnppinQ conference* 

Because <unplo\ees hate a span <*t In* years or more in which to retire, marry 
are interested In sitting wiib our retirement counselor and taking a look at what 
their financial situnMo i might be at sev» nil different retirement ages This sort 
of conference |s welcomed mid spouses are encouraged to attend Approximately 
1200 such conferences are held cadi year for employees age 55 and over 

/*rrr# firemen t conference* 

As a i>erson nears his or her retirement decision. Polaroid's retirement coun- 
selor spends between 4 and 0 hours with each employee, and usually his or her 
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.To dTifle , m« 7 , V ,ve -.,f ht - uss " 8 .? t, " udes lowar " ««roment. the use of time. 
• L 11 "5 tr,, ."• sl,,, " l ■ s,l{ > retirement activities, and major financial 

? * ™: " f "««ren.«il TJiIh latter area Included da a abou l*neflt 8 
f«?r slrvlvora! " '" to,to,, " MU * »« « ell as how to provide 

The employee Is encouraged at this point to take a hard look at retirement and 
to ask questions such «s ' Is retirement the right stop for me now?" "la it the 
. f 'l fe-'..,? r J 1 '" "'"T " H0W "*" 1 « 0, " s t0 "I*"* thp "«t 20 or 30 JearVof 

l^KpK: Sde *~ °' «* 

llchwrml rclirvmentt -This allows the employee to take a 3- to 0-month leave 
of absence w thou, pay In order lo get .he feel of retirement and to ^e If he 

r si e a ready to reNre If the answer Is no. .hen a plan for nmrc preTrnt'on 
can he devised. At .he end of the leave, the employee returns to his or >re 
vlous Job Spocine leaves have been part of Polaroid's |Jlcy for years but the 
acceptance of rehearsal retirement as a justiileatlon for such a leave ' is , new 

tapenng o/T-Thls allows the employee lo gradually reduce Ids or her hours 
of not* over a period of ti.no. usually „t lenst J years. A great deal of uexlbXy 

Retirement seminar 8eru« 

s < .Mor^■nvm;oV 1 ■'. !^ '^,' <1 ' S r , 0 1 tir< ' , "<",", *lv|>nrt evening S e ,nr 

1 ™ n W « " r " !<1< ' r """ f ," r ymnKn <'»'l'l».ve« i who plan to retire 
' lie sem.nars cover such lopics as ilnnncial planning, legal mat- 

lers. Kowl ,fe hnbits career development in retirement, use of lime and social 
^IX* ,M •"! , "" rs nr * f " r ""ployed inforn'a Ion o ly an 

a cafctern, approach ,s used . employees <■«:• come lo one. !wo. or all six meeti es 
or can p>ck up a feu nJthc spring and o.hers the following fa 1 The semi na rs are 

ffSlK .".'.mir " "" si, ' r , f " r ""'"^ -.rfo wend 

each series "nplojocs. approU-natdj 120 can be expected to attend 



itmiiKMK\T ixrKRiE.vci: i!>70-so 

"-""" V " tir ~ has produce,, the fob 

Retirement ape 

««£^£ZT£^i a """ " f ^ ""*' fr "'» ™ a - 

|ln pcrcentj 

1977 1973 1973 

TotjJ retirees fcf 1 yr 

Under tit 0 

At*««6S 5i 52 58 so 

Over age 65 . \\ 29 26 17 



24 12 16 



23 



t«e«" "f nee <!•" employes .•..ntlmiiiig to work 

11,77 - " " 4 03 

ll)7s - - »2 

11>7U . "" ...» 

- -- - W) 

noml^"«,H.M.'.V'' n " \" f ffi ,?' ,|l,) ; fc, t0 "orking is due t.. eco- 
'iiilicVt'rniiiicir ""»"««>« I'l'ilosoj.hy, or changes i„ ,|,«. retirement laws 
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Exempt/nonexempt mim 

Before the AUK A. most of the eniplojees who elected to continue working held 
none*empt positions even though the option was open to all However, we now 
find the same percent »>f the exempt population as the nuiexenipt population Is 
continuing to work past age 65. 

8clf -select ion 

We find that the flexibility of allowing Individuals to choose their own retire- 
ment dates has not prodaced an.\ unfavorable results In who stajs and who 
leaves. We have found for the most part that those who are productive and 
who are seen as good workers b.\ management are those who, in fact, are apt to 
stay. We have also found that those who for health or performance reasons have 
diminished In their contribution are more apt to want to retire early. Those with 
other pursuits In mind also tend to retire early. There have, of course l>een 
exceptions, \ allied people hn'.e left earlj and poor performers have stajed on 
But the exceptions are few and ha\e never given us enough concern to think 
about changing our free choice policy. 

Same job 

We ha\e found that most employees who continue working bevohd age Go 
prefer to staj In the saint jobs that the.v have held up to age 0T*. We are. however, 
getting more employee requests to work a reduced work schedule within the 
same job As mentioned earlier. \w are learning to accommodate and facilitate 
tapering-off arrangements 

Performance reviews 

Age 05 has nlwajs been viewtd as the traditional retirement age-even within 
our flexible system. Knowing this, emplo>ces and tu»i>er\ h»ors would often slip 
into an unspoken ease-off contract that placed fewer and fewer performance 
demands on the employee as his or her retirement date drew near. 

Now that ADKA has made retirement age less definite, supervisors and em- 
ployees alike are in a position of having to reevaluate the use of the jMjrfonnance 
review. Our belief is that employees should be expected to maintain acceptable 
performance to the end of thtir careers, and supervisors should be expected to 
address nnj unreasonable slippage in productlvlt.v or contribution in the older 
worker, how eve i we do not have enough t \perleuce to Indicate how we are pro- 
ceeding along these hues This has been a difficult area for supervisors In-, the 
past and we anticipate it will continue to be so for some time. \ 

Attendance 

Polaroid maintains an excellent attendance record and closel) monitors Its 
absentee rates for all ages And our records show that the rate of absenteeism 
for our employees age 05 ami over is nearl.v identical to that of our under a#e-05 
population. There Is. hovvewr, one commendable distinction between the two 
groups: while 10 percent of the under uge-bT> population has perfect attendance, 
that number jumps to is percent for those age 05 and older. Thus, we !nve 
never seen an> data to support the m.vth that older emplo.vees are ill and absent 
more often than other oinploj ees. 
FulUtyne status 

We believe stroaglv In the importance of granting full corporate citizenship 
to all emplovee*. whatever their age may be This means we helleve all employees 
should continue accruing benefits under the pension and prollt sharing plans, 
should continue being eligible for merit increases based on improved performance, 
and should continue being eligible to take advantage of the job posting system 
and anv other career development tools if the.v wish to do so. We would expect 
fewer employees to continue working at Polaroid beyond age 65 if this were not 
our polic> 

Senator Ciui.hs. Mr. Maguire ? * 

STATEMENT OF GERALD L. MAGUIRE, CHICAGO, ILL., VICE 
PRESIDENT OF CORPORATE SERVICES, BANKERS LIFE & 
CASUALTY CO, 



- Mr Maouire. Mr, Chapman, thank you very much for the oppor- 
tunity for Hankers Life to visit, I would like to say a special thanks 
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T ,° r ' C1 .""" k Pt ' r °>' who has ,lp, P p(i 118 in *ve»l of Hie con- 
ference, that wo have .sponsored in the past few years on this very 

to tel V»? ,,,<l 1,k *' ,0 ^ ab0,1, ,httt [h 11 (CW m ™t«s «~vss 
o highlight my prepared statement.' I must say with our other two 

giant corporation here, we are young and most of our benefit mo- 
Sent ThrWf ! * "T °"r (0 <P<^ ions. °«" Lnianda orv 
5v 2T2l , " S,0 ' y , I M .. beon l ' xac,, y ,he *"»" »« Polaroid. 
Xm$S$lS$F 40 ^ ° ,d < in ,he 

I gticss in terms of the success of what really typifies what lias han- 
Z?oJ^r C T m 7; W °, hnd "^entlcnan *w£ as a matte! of fa . 

K ff aU<llt0rS h "' C( ( 1>v IRS whcn 11 was *' »P ^ WW 

men L k?i i? acc ? unt,n * and they had mandatory retire- 

52 and Uw fc iT* " ' ,gC , 6 , 5 " He ca,,,c t0 wo,k fo '' inkers 
25 vew! S ice ** ^ *° aWard him ' l «°' d watch for 

fie was 00 and died a little bit after that. We don't think there was 
any connection with that. Hut tin- important, thing was that ho c * 
for no a service as well as anybody 18 yea.* old could have performed, 

tltt tfi??< d ' 1 J' aS w , \°> k , tha ! he was with ,hc ~»paty. I Link 
that that stypu-al of what Polaroid has experienced. 

\Vc find that the people involved do self-select. They have a fierce 

£S a herce pride of people, who do choose fo come to age 

W find t „,t M *i )l>V °u (i ' ,at,seem tobc a /I )ecinl bree « of people. 
Wo iind that they ako self-select themselves Into retirement 2 5 8 

\fe a «h ik n i: Vha,< ' VCr " I 8 ' W, r ,he * fceI that they ™ , ping'. 8 ' 
sector t t ZuU y 1 ln, ' , f o^^a 'i , ,h,l, an * ? n 'P l0 3 c >-, not just the private, 
moi? T stllIKl « ,d: ' of performance that they expect all people to 
meet. In our case we try to stretch on the front end when new peon* 

o C " " y . L y lVOl ' kl ! lg with ,he ^ndicappcd. We will stretch 
to try and make accommodations to them in their training and in the 

S'52"m mt '? neccssa,y i Wo wi » s,Ietch f01 SRK i 

3 Vo^o mZST,' " P d ftf, r r 1 mn i ny yoars, a? is the case of the 
n V^;,V* * • 3 ^nr olcl female, to help them through that but there is 

J j! " Whm ; , T ,M 7. n r! t0 rCach ,hc same Performance stand 
ard as their peers and I think that is one of the key thincs that scam 

for you ° f man( l«tory retirement can be a problem 

retiremin? 1™ S'"* °" " '? w I' 1 " 1 * 8 - As h ,,,P casp of Polaroid, the 
retirement lienehts are exactly the same regardless of age and I think 

tant that } ou not isolate any group of peon-^-thev are people? Older 
people are jns. other poisons in a group. KiAS!\SfSS any 
kind of . poem reatment. ^ood or bad, then we make it difficult for 

In XL Z W f " ami j,1S ' M <iinic,1,t if we tr « nt them Sr 
more Wlw »»r Preret.remen. program, we don't call it that any 
more. Ufam we first started it we did exactly the same as Polaroid 
was speaking of. We made it available to 55-year-ohls, and o «? SX 
three groups of people, as we asked them to critique the program saS 
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the very first thing yon need to do is change thi^ and get it to people 
as earh as possible. prefcrahh in then twenties. When \u\\ are ,m and 
yon have 10 years to go and somebody tells yon how to invest your 
fund?, yon don't have that much room' left. So we have changed it to 
life planning. I think maybe one of the things that could be an effort 
of Congress would he to buy some educational or some other devices 
to help focus on the retirement or the older afe period when people 
are much younger, when there is still the opportunity to do the things 
that are very difficult to do in the fifties and sixties. 

We did start, as Chuck Percy mentioned, Senator Percy 

Senator Percy. Yon were right the first time. 

Mr. Magi-ire [continuing].' Our retirement pool which I think if 
anybody gets involved in that they will find it a delightful experience. 
What we do now. we have not done this for very long, just a few 
years, as a part of the counseling of an individual, we talk to them 
about the option of signing up the approval. It is kind of UK your 
commercial temporary accrual. We, tell them that they can work for 
hours or days 01 weeks, dept nding upon their t\m^ and depending 
upon the work that is available to the company. 

We ha\e entirely eliminated the it<c of any temporary service* as 
a result and we haVe, as a matter of fact, retiree* who aio anxious to 
work days and week^ at a time and they do about three times as well 
as the commercial — I hope we don't have commercial temporary 
groups here in the House, in the Senate. But the fact that they know 
the company and know the policies thev even know how to get there 
which sometimes it is important. It ha* beer, a very rewarding experi- 
ence and bottom line well. 

Just to take a couple of moment-, on myths. As in the case of 
Polaroid, we feel that then* are a lot of myths and they might as well 
be dissohed as soon as possible. I will go to the recommendation and 
come back. Senator dales a^ked that we. as a panel, among othei 
things, make recommendations to the Senate about what the Senate 
ami the House might do in the future to be prepared for the ( hanges 
that are taking plau in the population. We think that anyway that 
there could be an expanded teamwork between the private sectorV&nd 
for that matter employers in other .^ tors, and with Congre - and 
the executive branch to be able to share the experiences of successful 
work of the older worker. 

The real dollars are in people continuing to do that thing they are 
capable of doing. It is the most economical wii) of spending any 
money in this field. Tho-e who are capable of it. who ha\e the experi- 
ence, the training* are already ^et up. The fact that on September 14 
somebody turns 65 or 70 etrtninly does not < hange their physical or * 
mental ability. Somewhere along the linf . sometimes nt age 20. senility 
happens to people, and sometimes it is 03. * 

It is an enormous economic pool and in terms of what might be 
done, I think the first important thing is to find wa\s — if it takes 
-ome priming in the ^phm' of modest tax incentives lil^c WIN f \* a 
few \fars 10 get people in it. OX. but if it t akes massive educational 
piogrJun^, positive ones not confrontation^, not political, but rather* 
^ poMtivXcducation— we think that t hut would he the -ingle most sig- 
nifieant\hing that could bo done. 
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A grout oppoitumty would be that— maybe thi^ is part of the plan 
as I haw not mtii the agenda— the* 1081 White Ilouso t '(inference on, as 
I underhand it now, it is Life— it has been changed from aging to a 
new name, anyhow. If a significant piece of that could l>e devoted to 
thosingh' Mibject of getting employers and I think chief executive offi- 
cers are the bu&ie group in laige numbers and let them be exposed to 
the hi^t thinking about what a basic economic resource their older 
worker can be, I think it might be one of the more significant things to 
be done. 1 

Very quickly, we have found that the fact that you do not have man- 
datory letiremcnt, a:, o have not had for 40-some years, does not cause 
you to bo overloaded with older worker*. M(ht people do have reasons 
that they want to retire, \er\ good reasons. Those who don't want to 
retire turn out to be just fantastic people. 

We do not lind that younger workers are discouraged by working 
with the older people. We find there are very warm relationships that 
grow between people 20 and 30 years apart, that they an? not nearly 
m> concerned about working for a boss who is G7 as t *ey arc working 
for one who is 32. It is a lot longer to wait. 

We also find the absenteeism is about the same, si ightly, better, for 
the older worker. They tend to be off less frequently but for slightly 
longer period of time averaging out slightly better. 

Our accident rate, which of course as a white-collar employer we 
have things like staple cuts and somebody falling down the steps once 
in a while, we do not ha\e the frequency that a blue-collar firm would 
have, but it still is f in the hundreds of accidents per year for a fairly 
large company. We find that our compensable time lost is about some- 
where between a third and a fifth for the older worker as opposed to 
the regular worker. I don't know how it would be in another industry. 

We n)>o find that products ity. we are a result-oriented organization 
with work measurement and probably 85 percent of our jobs we expect 
the results and basically we get it. We find that the older worker is 
just as productive which leads to the next and last one, the older 
worker will come to the boss— in fact, in preparing for testimony a 
eoupie of years ago. and like as we were talking earlier, like Polaroid, 
we thought everybody had those policies and practices. 

A few vears ago when we had to do some testimony I had to go back 
and check with our managers to find out some things. We could not 
i frail in our M>-.*'ar histoiy of a single incidence where we had to sit 
an oilier worker down and say, "Charlie, .you have to retire." Those 
people^who ehoose to sta\ scent to have a far more self-discipline than 
any manager or boss woitld e\er give them and when they feel * hat they 
are dipping a little bit. the\ go to the bos** and say, "June, T think I 
would like to plan on n tiring and let'* get somebody in to take my 
place." 

T would like to complete the testimony and ^ay that we feel, as we 
ha\e d«me in the past, sponsoring i s a part of our social responsibility 
in vanous forums. \ari14H conferences where we might get employers 
together and rr\ to share this. T think tho^e companies who can choose 
Uptake part of their corporate responsibility budget and put it into 
that, whether thev ha\e the experience or not, I think it is one of the 
ke\ things that we ran do. I think that if we could count on a heavy 
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ffc a „ rt 3i i0n th ° PXec » tiv « un <! concessional branches to give us 

and I know that we plan to continue to do that 
I 'hank you, Mr. Chairman. 

Senator Chiles. Thank you. Mr. Maguire. Without objection Mr 
Manures prepared statement will I* entered into the Si at this 

[The prepared statement of Mr. Mapuire follows.] 

Prepared Statement or Gerald l. Maouibe 

we can help improve the gross national product of the country A " ,crlCl "; s - «» d 
ihe barriers "that may exist, and to share SSh^i?^2^ 

SSSS& SSVST ,nd ""' r •~£2Z££X2Sr£?£Z 

fh» ilv ,a t0lk n, . )0 " 80,1,(1 of exigences at Bunkers Life A= Casualty < o Ovi-r 

we hZ t°«rt yea r"; ?/" , ' n " V . ,,,,rl,u: thc ul,0,e w<,n """«' h,s '°"' °"tl e eomim " 
we have had virtually no harriers to employment. This w not 1,,? ' 

^ n „„ n ,?r^h t ° r ; ne t , , , " reCt0rS ° r " ,Bh,J - e »<k''«»ed mn»n K ers M d t fn, w mid be 

ab»!? r n fo doajob. Ca " SC °" r n,,1,r,mC " ,0 e "»"™» '« »» ench^rll 

We do not make Judgments on the basis of group-wc won't bulge older .yun.fe 

n?mi?o,n „, to tr -V Ve "«*"l»d «hat arbitrary factors snchTs age 

w-nn'Se^to rrk" 6 " " 0t , """' rt " 1 — e ««««» motivation, and The 

We also recognized that most facilities and most organizations were not ni». 
pared to handle people with special problems. We found h t with a reasonalfi* 
amount of specla! accommodations such „ s special 

ing. nhd so on. these people i^nme excellent, productive employe* That has 
remained true throughout our history. «npio,ets. i.mt has 

,i„M„7° ld ."IT » mat at a certain polnUn time thev needed to l.e pro- 

during and deliver ng bottom-line results, the same as nnv otheT em Now? Of 

™»* e '""all Individuals have different paces, but Tt 
to be within the norm. As we talked with our so-called pniteeted or «S erou, « 
over the years they have said time and again that it was verjMmportan? Mj 
fittZZX T? 1 ?* ?«»«•«««• They felt that If they had a Jo at BankeS 
iini * i . hnn <* ir W " r "l^""' I'"»blem or because of their age they 
would not have felt any worth or accomplishment In what they «»,' , 
Our experience has been that their fierce lndei>endence and conviction that thev 
conld do a Job alongside anybody else have made them more high y m«?vnttf 
. moro committed, more achievement-oriented emplovw^. mwnatea. 
...L"^ nre ! ,undrcds of P*°P |e I" our majority ca/egory who also excel and are 
SEJ£ Sfr ' nt We f °" nd t,mt '" thosc KTm ' p " ,,,nt h <" e «P^ml p?oblems 
\? £iS I k bP 1 '"T P orcenta K p « h ° «« very highly motivated, much moTe 
\vllned to show that they can do the Job. Bee-use of this. It never occurred to 
.inhere was a certain period In time when one was no longer productive 

Vt would have been very difficult for someone to try and convince our managers 
that an employee who was perfectly adequate on December , , as suddenly not 
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capable of ^doliw the Jot. any longer on December 10 Just heen-ise lie or s'.e I*. 

i. f *5? that tnls KPnprnl npproaeh to employment, not Just to the older worker 
«, ' eT ? U?S - | ^aJor " y , n 1 , " 1 mlnortty - "P^""'^ nn,l p.oteete.1. has a7l° w£ 
wVhouM. W^ffiVV fn " h ' ftnd J hat We m,Bht hnvp np * pr encountered 
r^,i M k P T " llM n ' mroacn mn y ho ™<> of the key reasons f<y t»e rather 

spectacular crowth of our company In the post-war period 

at RinL/r.' 0 ! '.?I k A ab r" t *"T "V" 0 . ,MnRX " ,n ' tt ' e nnve <lone "»<» now noln R 
?i^. e A ? 1 men,l0,iwl - w'w always hired and retained people reenrd- 

We always encourage our retirees to feel that thev are still an important narr 
aet?v»l^ , a n „dTr l ,r e, u. ,h r" ° U , r '" 0n,1,ly "^spaper and notice! ffit "mp?ny 
»°„t. , , a , r ""J. W( " ke °" ,hp,,i "> v "^ed. Many continue to come to the conf- 

"hL, lT P >,rpnkfnst " '»> 'heir f 'ends, as much as 5 or 8 years after hey've 
r Hired They eomr on Wednesday . sht and play pinochle Thej- a^end the 
Monthly travel Club actings. When we have our formal pro^mms foMhe lon e t 

.•n ice employees, the veterans in experience, we Invite rit££S™ I Join us * 

wl!l,'°thT B riT B . P " Pr,iliy "'"-resting and exciting to the retiree* It fit, In 

i. ..I,,!,,,,, „,„i raZSLrr 1 *s "*.™ """" |J »• 
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On the other hand, we hn\c n supplemental plan, that is. n defined benefit 
plan. Regardless ««f contribution, the age. a niniuif of senUe, and vilnrj defer 
mine the benefit that Is payable 

In <mr rase, employees *in\e the option when their chosen retirement times 
roll around to review the current and future dollar results lit mip plan, the 
alternative results in the other, and Hmoae the letter of the two 

This approach Is parthnlarli suitable to the older w« ~ker It allows us to 
hire someone who i* ape uO. OK mid for whatever i>cr|od c»f time they are 
with the <ompnnv. there i* n fidl contribution whhh will huj something in the 
form of an annult* or in the form of a lump sum We do not lime to tuni liny 
one down. 

\\\ also nd Justed our pUn so that each of the years, regardless of age. adds 
up as an additional credit for retirement, whenever thnt date otturs This Is 
rather unique In the industry, ns far as we know. 

We nrent concerned about taking this approach he<ni]«e uur expenditure for 
lalior Is the same for the older worker as for t he younger worker in this sltua 
tlon, Our corporate policy Is ihat we pa> people for etpml work therefore, hp 
should pro\hle the «ame benefits regardless of age 

Another pnrt of our commitment to noeting the rueds of the older worker is 
our effort to t >ro\hle hi depth preretirement liuinsellag and planning We prefer 
to rail our program, life pi inning We feel it heljm {people of ail ntfes foriw their 
ntteation oa the future, the kinds of problems to l>e «nl\ed. and the kind uf 
planning which will 1h» needed to accomplish goals and dreams 

We have also committed oursehes to a process of sharing our own iK>sltlve 
^ T-vfterienees *»^H^' , thcr rinplojvrs to help eliminate the reluctance, the myths, 
a;id the eomern that nppenrs to exist not just in the prhute sector, hut the 
puhllc «eet.»r as well We know these myths nre simply thnt myths We know 
this hecn uw^ « v cAe experienced It We te Ihed it It's been part of -mr heritage 

Hut there are many jfeople who nrcNhMmsof these myths Tiny*** 1 honestly 
l«Ue\fd for years mat there is a magienl difTcrenee in |*»ople . aimed hy the 
process of aging. Chnnging thnt hiMt deep t.elief is going to 'aki- time w »rk, and 
education and a sharing of the posltUc. prodmtlic e\perl«mes thnt ha\e oc 
eurre<l throughout t ho country 

One of the thiags that we can }|o Ik << jifront the*e m.»ths one hy '»nc and show 
thnt that is exactly what they arei mvths 

I d like to confront the mWh tlint with a higher ceiling on retlnmenr. or the 
f p tssjhle removal of the fcihflg rompletch hu*ine<s will h« deluged In older 
workers and will become tn/fhenvy 1,:r ( nij>etent. huapahle workers 

In our 40-plus tears yrfth absolutely no retirement age and with a practice 
».f hiring people in theirfttte sixties nnd early *cwnties <.ur Chicago homo .dfl<e 
with about 3 700 employee** ha* 170 people ow»r age OTi That'* something In the 
neighborhood of 5 |>etcenr This percentage hu« always ranged from 3 to (I penent 
«.f the hasic work foriV a far cry from U-lng an rwlu lining, tlirentenlng 
I>errentage, 

I t>elie\/» the positive exjMTS, nn^ we ha\e had at Bniikt rs I ife will 1k» repeated, 
and are being repeated witn t>tijer empl »>erv K^eu if the older w. rk force does 
i>eci>me n larger |>ercejimge of the Mai population, the feared -\irw helming 
numbers will Income a welcome addition -at her than a t brent 

\y9 exp<rt there will he a change In this pirccntnge K%en though there I« n<» 
mandatory retirement nge. mnnj people nt Hankers l.V/e retire ii^ause a ^r^ nse 
is forrihLy retire<l We think the \ h.iuge In the inaiidiitorj retirement nge law m iy 
increase our i>ereeniage of t.ider worker* from the i tint nt i>ercctfit t i a** much 
as 10 percent There would still l»e no *ubstane* t . * the mythical >\erw helming 
s nunit>er of older workers (ui the other, hand. IPmti ulder employee work forre 
* (lotthlosl. we'd 1h» plea**^! 

Another myth nlmu! the older worker relates to attemlnnce Our experletice 
has lMM"h that older worker* attemlanie Ik as good, if not hetter. ttinn that of our 
rpgnlar work force A rwent study at our company showed that 13 out of 12** 
emplo>ees under age 05 hntl |M«rf«s t .ittendanee. while in the »t\er 0T> gr^mp. 34 < f 
the \2S studied empho^s had perfeit attendame There were m n* than twhe 
as many half-day absences n the umler (k r > group than then were in the over «V» 
group The absences f*.r the morO^i gmup tend lu U» f<»r hlightlj lunger perl'sls 
hut nre less frequent 

We've all heard alwmt the accident prone older worker As a white-collar em 
ployer. we. of course, iune far les* ext>osure to K4-r|o\m nct ide?it- Tliere are the 
/ tpMiftl accident** with staph* ami pap<r LUts. falling >ji\ stejw et ^tera Based rut 
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>ur records, our older workers hart- lc*s than >n!e third the frequency of rom 

Sitrt 00 K " K W,l,lrB,rd " Ur fiSldh ^ ltwi « b ■ ««'«»«« ^uSTlhr* 
There I* another - m;tli 1 Mi.-ve to lw the mom dominant one for the comoiinles 
xmncexmoturi to older worker*, that the worker slowa down on pnnlucU r « ^ 
^;^ ,U m Ul th< * M,< ; m ° f retirement *ta>* and sta^ o he job " 

an 1 effective nonproducli.g employe Awkward confrontation may 1* necessary 
Our experience ha* shown us thnt the people who choose to remain In the work 
force Hi an older age land remember, the v a « ( majority do not chouse to do this* 
stay heraiiHP of well above average (omraiimeut They have a very fltroug pHde 
In their uhillty to work at the same pace an their peers 

When they do begin to slow down in performance, they are the first to know 
They an- a so the first to sny so Our line production manager* tefl us that it Is 
an extremely rare situation when an older worker has to U- *ncouniged to trans 
fer to a less de in a riling job In almost e\er) Instance, tin- older employee asks fur 
n different assignment, ur. In most cases, announces plnns fo r retirement This 
simply Is not a problem an employer will have to deal with 

Manager? will, though, haxe to rake a hard look at their performance appraisal 
system In the post man) younger employes w ho were md performing adequately 
wrr.-» retained until retirement age But nmpinkr, the problem did not begin 
when the employee hit the magical age of 05— It started long before 

Managers will hnve to !*gin effect he performance evaluation early in each 
employed carver and will ha%e to continue to apply the same work standards 
?*» all employee** at all ages The relationship between age and performance |m 
manifested In younger w .rkcrn to the same degree as It is In older workers Mnnv 
t»etunl«ral scientists and pvj* hologlst* report that then* are drops performance 
and morale during the tub! thirties and forth-*, and that often during the forties. 
dl<rr pancies occur between personal aspirations and career goals 

necreaned prodncthlt) is i»«»t a phenomenon which suddenlv appears when i 
person reaches ace bo 

There is also a myth ab-ut younger employees' attitudes toward older em- 
pi iyees. that intergenerational gap< exist and are counterprodiuth« Once again, 
we simply find this ; » t** not true There are t lone groups of joungcr workers, 
there are close groups »if older workmen* there are close groups of people with 
mixed ages Thi re are very warm relationships httwten employees with as much 
as 40 years difference in age P.ople just seem to Ik* |>eopl«\ and tocj relate to 
each other on human terms and not on artificial terms. 

The last myth I'll try to deal with is the ito-cutled concern on the part of youngir 
workers that, without mandator} retirement, promotional opportunities are 
ilmittd Wt ba^e r.ot f <oiud this to Ik* one of the concerns of our younger people 
Kten if this m>;h were true we '\i>uU\ feel that no empb>>er has the right to <le 
prlve one group of opport unity at the <*xi>cnHo of another 

Our experience has sin nn that It's also more economical to hate noncompul 
^♦ry retlnm.mt InMirame i->sts are not jrr**at« r . they actual!) de< reaae been um* 
o # medicare row rage 

Many employ* r* f»ar that the *-on!k of Ions ti rm dlsablllt) insurance wtll sky 
r»s ket for i.lder worker** Hut t»ur expcrleo<e has been and I nt «are it** a com- 
iiwn shared ixptrifiue that only the healtnlest older workers, those who are 
unlike.) to lMT.>m« disabled will stay on past C* And with our Nation a con 
*t„nily Jr.ipno Ing nod it a 1 let i.nolog) . thosr i mil \ Id nam who do suffer frt)m 
thnmlc dls»»aM». Imiw< t|,»» >iff|N>rf unit*. f*> tofttrol tlM»sr iI.mvjm's and «*ontlnue tt* 
Ihe normal priMlue|l\«* li^*^ 

Other sowings ohb r workers ranlj dinnge jobs so the costs of turnover and 
hiring nre redu*-**d A* I metitloiu**! thise workers are terj productive tend to 
hftte fewer Indostrlil a.t idei.ts tend to he more stable, loyal, and responsible 
iti)|Jortaut cmpiw)** .jualilb atb-i.H wbi«h tantiot Ik- spetitbaily measured in terms 
of dollars and rents 

1 support jffortH to ftimliU'te mandatory retirement altogether I )< now that 
noncomptilstir) retirumnt has norkf*<l sorcessfully for Hunkers Life ns well as 
man) other tympanies Winn the Iaibor Department submits its study to < on 
jrress on the impact of the amendments to the ADKA <ind the i>erformance of 
older workers. I l»ell<w a«e «tlpolatlonx in the legtslfttlun will tx» removed 

The leg|«liittoii pri«#»rits (hallen^es t»» those bti^lnenses who previously forcinl 
reMr«»m»nt at age <k* and rti.> retUbuis to the amendments would present addi 
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t\onn\ challenges but I believe meeting those rhailenw head mi will result m 
the avHurnme of h iMlhlriuut'h rij;h! to emph \ment anil m if *uffldenr\ 

I think we need to educate M>e Ann rhati population mo^t importantly emplover* 
in ail nwtor*. on the wiiue am! worth of our older iltlzem* The tnmlntf Whit*' 
House Conference on Uu.k Life can contrlnutr ^innric.iMty t * (Mis efl«>r: with 
new information helping ih to unlearn uld information, and. eliminate negate 
ami false Image* of a*:iiu; 

More ami more emj>io\ merit opportunist ■» have been opening up f <r older citi 
zei\H, but to achieve the fullest potential of the employment market we need the 
romniitmHU, cooperation, and support of American employers 

The public image that to he 'd mean*, to be needy helpless unhealthy, and 
u<u-|pk8 must be eliminated When thin urn, most of the problem* «>f the <ddt r 
w ork force will U» eliminated as well 

! thank you for the opportunity to j<-ie \o.i todov and f r >he el.anre t « <*.sare 
*>ar\lews»n rhU*\cry timely, important K^ue 

Senator Chiles. Mr, Read 

STATEMENT OF WILLIAM H. READ. LOS ANGELES, CALIF.. 

SENIOR VICE PRESIDENT. EMPLOYEE RELATIONS. ATLANTIC 

RICHFIELD CD- 
Mr. Read. Thank \ou very hup h. Senator Chiles. Atlantic Rnhfiedd 
appreciates this opportunity, 

Mandatory retirement wa.- 6:» up to !1»7- nt which pom? we elimi- 
nated any ftp' as mandator*, in the parent «»on:p«in\ although in the 
Anaconda companies we ^ti!l up* 7*>a^ a rvtiivuient age 

We came to tho conclii-ion, somewhat prc-urvd by halation. I 
think, but .1 ven hone-? ci»jicIijmoj,. af:<»* exanumw: the facts that the 
elimination of mandatoiy ret lament wa> an idea wliw tune had come 
ami it po>ed no problem^ that competent nian.i^ could n«H handle 

At the <ame tune, we rceoonized that within out own ennronment. 
and I think in man) of the tompani- that practiced traditional poll 
.*ie^. it repre>entcd a majoi M>netul • hance. It impact* d i omplex inter 
relationships with law- and |v»hcie- and tradition* and eu-tom* and 
psychological fmt»n tlt.it had been in phi. e foj a number of vears 
While we ninv Lino *pe< ulated nl*>ut the fuUue. our data base up to 
this tune is ulnnM *<>o ^na!S to tell what it i- sroinir to be like m a 
traditional company A- you can see from 01.1 prepared testimony, 5 
about :\ p>Mc<*nt of out people \* .p."»t »e f to leiirim wirhu^ 

One of the thinir- t i i r we haw done, and \ou find m the pn>- 
P«ired f«-?Mfon\ a ksx.m h\ t ta-k hun- :n P'T"* in whi«h *he\ n< 
ommend«M that we not siuvnt people to <u\y on. we have < ntnc tota!l\ 
around on that <|ii»-s! .on and we have eliminate! an\ dMnvent i\ e-. \\ o 
ha\e continued pet^on enh ulation* out a- lone a- a person -in>s with 
u* ihinj; a\erni:«> nnal »ahu\ at the tune they will then elect to rente 
We think tin- I* a iei\ -o'lnd approa. h and if i> . «M etTe- nve. It 
, tvatt s <>m rh\^ of i n,nio\o«. and t.ot a dual < ia^iii-Mt son We thn\K it 
is verv helpful. 

Then* an- twr> atea^ of potential problem* that I «t>. ( d liKc to 

mil^o*m the ieiri lat»i-« e»nl«l a*ldiv^ Tl m deal- with ' .c piohh-m 

of aire diM nminatP^n i think it hasten our e\penen« e m » r the paM 
MN-ial vear< r t: 1 « a" • :^ in.ount of I tiiri'"»n .r 1 - 

i£edi-TiminanoT. o ! w»..Miim pi..|-.- t w< «dif. » iheop 
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portunity for a person who feels he ha* been discriminated against to 
go to court. I would suggest, however, that to the extent *ve can, we 
put much more emphasis on Radiation and arbitration of the situation. 

The second area I think it the disinccntne created. by i>ocml security 
that Mr. McOolough bpuke about. I would not lvconunend changing 
the earnings test. On the other hand, we niu&t recognize that when a 
person coiner back into employment or *tays in employment, he or 
she sees themselves losing a tax-free primary bocial security benefit 
and in addit on they pu> additional social security taxes. It wouM 
seem to me that there could be some device through a tax credit to 
leave all the other provisions intact and yet give these people the in- 
centive to continue working. We are convinced a* we move into this 
decade and into the nineties with the labor shortfall we will have in 
this country we will desperately need to incent people to stay with us. 

Thank you very much. • 

Senator Chu.ks, Thank \ou, Mr. Read. Your prepared statement 
will be entered into the record now. 

[The prepared statement of Mr. Read follows :] 



My name is Wiliinra M Read and I nro senior vice president of employee rela- 
tions for Atlantic Kicliileld Co I would like to rhnnk you for the opportunity to 
testify before the senate Special Committee on A«ing for your hearing on ' Work 
After (So : Options for the SO's " 

Atlantic Richfield is a diversified natural resources corporation active in all 
phase* of the petroleum energy harness The company is also a manufacturer 
and marketer of petrx-hemir-als. and ha* business interest* in coai. copper, alu- 
minum, uranium oxide, and a wide range of metal products. We have ar*proxi- 
mately 50.000 employees. 

Atlantic Uichfleld Co (parent) 1 eliminated mandator? retirement at any age 
on January l. 197S. for all nonrepresented employees. This policy was extended 
to our subsidiaries on January 1. 1979 We aggress'vely pursued the elimination 
of mandatory retirement in all bargaining agreements as contracts reopened. As 
further evidence of our earl) support and interest, the committee*,* attention Is 
directed to the attached internal ■ Report of Task ForcS on Elimination of Man- 
datory Retirement Age ' dated March 197S for a di^ussion of ^cKground, issues, 
and recommendations. 



In the 10-year period through 1977. approximately 20 percent of our parent 
company employees retired at the then existing mandatory age of 65. The vast 
majority retired between the ages of 55 and C4. 

During the 197*^1* time frame, approximately 17 percent retired at age 65, 
and 3 percent of those eligible to retire elected to continue employment beyond 
age 65 Our early retirements continued at the previous rate of approximately 80 
percent 



The current benefits for employee* working beyond ngp 65 as upgraded since 
the 1978 task force recommendation are as follows: 

Retirement plan. -Full credited.-serviee and current compensation i« Included 
in the retirement calculation. Additional omplojee voluntary contributions may 
continue. 

Thrift plan — Participation is exactly the same as prior to ago fW 

EROP — Participation is exactly the same as prior to age 65. 

Group life gurvh-or income plan - Participation and coverage is exactly th* 
same as prior to age 65. 

Voluntary group arrident plan —Participation and coverage is exactly the 
same as prior to age 65. 
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Medical plan— Participation in the Atlantic Richfield medicare sup 4 '.ement 
plan coupled with medicare provides essentially the same coverage ns prior to 
age 65. 

Long-term disability plan.— Coverage is available until the employee reaches 
age 69. 

Other benefit plans — Regardless of age, other benefit plans, such as vacation, 
holidays, sick leave, and other absences with pay. product discount, and educa- 
tional assistance, are extended fully. 

We not only have met current Federal ADEA regulations, we have gone beyond 
such regulations by extending service credit and final compensation to the 
retirement calculation, and by continuing pre-65 life insurance coverage beyond 
65 for active employees. There are no disincentives at Atlantic Richfield Co. 
for working beyond age 65. 



Our severance pay programs were revised to eliminate age 65-an '-above 
restrictions. 

The corporation actively supports ride-shariug programs. These programs 
have demonstrated the potential to ease older employees' commuting concerns. 

For many years we have utilized retirees in consulting roles and, in point of 
fact, a retiree consultant is now auhely developing a preretirement counseling 
program. 

Finally, the corporation supports the flextime concept for all employees where 
practical This concept could have meaningful utilization in post-Co emph jment. 



Atlantic Richfield Co. supports, through contributions and partu ipatiun, many 
external older worker programs including: 

- Contribution of $260,000 to the National Committee on Careers for Older 
Americans (3-year pledge 197S-80). 

— Contribution of $25,000 to Second Careers. . 
— Active support of the Second Careers Job Bank program. 
—Member of the National Task Force on Preretirement Planning for the 
Western Gerontological Society. 

Member of the Business Institute Group in Support of the rniversity of 
Southern California's Andrus Gerontology Center— $.1,000 annual support. 

- Meml>er Los Angeles Steering Committee, National Committee on Careers 
for Older Americans. 

- Advisor to the White House Conference on Aging (Mr W. F. Kicwchnlck, 
vice chairman of the board of directors). 



Atlantic Richfield recognizes the impact of changing demographics over the 
next 20 years on the national uork force as well as on our own employee popu- 
lation We have endea\ored to establish an environment which ia conducive for 
allowing productive employees to make free choices for continued employment 
without regard to age. 

Senator Chiles. You four gentleman and the four companies that, 
you represent uere not just sort of pulled out of a hat out of all of 
the corporations of America. In fact, you represent the cream of the 
crop. 

Why are there <-o many other companies that are unaware of your 
success, because it certainly is a success, as each of you relate it. You 
have no tremendous problem, yet you don't h:t\e the noimal manda- 
tory retirement a^s. Why aic the othei companies .so unuwaie of the 
pro^re^ in this endeavor ? Any of you, 

Mr. MK'ororoii. I think I could start this off. Senator. Tt seem? to 
me there is a myth about the older worker. I think there is a myth, 
and it, comes from a lot of sources, that the older worker is not as 
productive as the younger worker: or is more ^xpen^ve, I just think 
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there has been a reluctance to look at this entire problem. It is like 
a lot of things in our society— until you really focus in on something, 
you don't understand it, I think it is just that simple. 

Mr. Page. I would start, Senator, by saying 1 don't know but my 
speculation wouM be that companies that feel that they are controlling 
their work force have a built-in feeling that they must design, control, 
assign, and piace people. Companies hat look at their work force 
more as self-responsible individuals with choices to make and that have 
a company philosophy to provide opportunities for those choices, are 
the companies that I think you wifl find who are further down the 
road on this question of working beyond age 65. 

I think as the work force sees itself more as a self-determinant group 
Uian a controlled group, we will see more of this moving into the in- 
dustrial world. Now that is a speculation on my part from our own 
experience I think the driving force in Polaroid has been the work- 

erS J mSe 0n thls issue ' and the ^ have been ri g ht - 

Mr. Maouire. I think there may be two different categories. I think 
m the case of the white-collar industries, it is purely and simply, 
myths. I don t believe we have very many chief executive officer* in 
this country today, in spite of some of our press stories and all that, 
who basically believe they can lead a corporation without having a 
rather sincere viewpoint of the worker and so there are very few of 
them sitting , around figuring, how do we get thfe older worker out or 
how do we do this? It is basically not understanding growing with 
people and feeling as you would with any other group and as we have 
in the history of this country. 

In the cade of the basic heavy manufacturing, and this based on the 
conferences we have had and the handles we have had and the discus- 
sions of some of the leaders, that tiie blue-collar industry has had more 
of a concern about how you can protect the safety of the people who 
are actually physiologically slowing down and yet meet our own obli- 
gations as a corporation. There are some things that the National 
Council on Aging has been working with, some measurement devices, 
something very close to that system of measurement which might help 
in that area. 1 think that will be a little slower. We are also talking 
about a very large portion of the labor force. 
Senator Chii.es. Mr. Read. 

Air. Read. Certainly I think we have lived in an environment over 
the last 40 years where the tradition of early retirement has becomo 
more an accepted mode than even mandatory retirement at 65. As a 
matter of fact, I think in some cases early retirement has become a 
status symbol for people, I think we are going to have to gradually 
evolve out of that syndrome. I think also management had a prefer- 
enco for certainty, you like to stay with what you have. You are very 
comfortable with knowing that you can make manpower plans based 
on statistics that are shaky at best but at least they are better than 
nothing. So yon have the Chicken Little syndrome that comes up and 
says "Oh, my God, if we make this change, the world is going to fall 
apart. ' Then if you begin to analyze it and find out that these people 
have these experiences, the world has not come apart. 

One of the things we didn't know, for example, was that Banker*. 
Life had this wonderful program. It was never publicized in any lit- 
erature that I have read. 

O 
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Senator Chiuss. So part of it is just getting the information out 
there for companies to understand. 
Mr. McColouoh. May I add something. Senator? 
Senator Chiles. Yes. 

Mr. McColouoh. I think you cannot divorce this discussion of older 
workers from the context of our whole society. I think we all know- 
there is a youth cult and if you are over 40, although I am in my late 
fifties, you are really over the hill. Look at television, wlrieh has an 
enormous impact on our citizens. Look at the commercials. Unless they 
want somebody to take Geritol or have a very senior percon who is 
going to be impressive, everybody is very young. They are dancing, 
playing volleyball at the beach and all of that. I could go on and on. 
There is a youth cult in this country and other countries as well. So 
you cannot divorce this from the context of general societal approach 
and perceptions of aging. 

Senator Chiles. I know one of you touched on this in your state- 
ment but is there also a problem in that companies and Government 
employers, especially universities. State departments, those that sort 
of grant some kiticl of tenure, have used the retirement at 65 as 
a way of getting rid of the deadwood. Perhaps they have not done 
their persfcnncl work early on as some of you stated, starting when 
they are age 20, to really determine if that worker is productive. 

In Government, it i* easy certainly with the merit system and civil 
sen-ice that we have. It is almost easier to either transfer or retire a 
worker than it is to really fire a sorry worker or to discipline a worker. 
T find that very strongly the universities say, "Oh, my goodness, we 
will never get rid of these old professors if you don't allow us to get 
them out at age 65." The same thing the State Department tells us, 
"We have got to have some way of making room for career people." 
Po you think that is really a problem in the failure to do the kind of 
personnel work that vou should be doing earli?r? 

Mr. McColot-oh. I think so. I try to tell people in my own company 
when we bring in new people we should screen them carefully. We 
ought to look at them very carefully in the first 3 years and if there is 
anv question about their'performancc or their attitude, they should 
be'let go. I think the failure comes in the first 3 years. That may sound 
harsh but I think in the long run it is better for the company and the 
employee. 

Mr. Paoe. I think performance evaluation is one of the more dif- 
ficult things to do for managers and supervisors and you have to stay 
after it. When yon think of how much more difficult it is to do on an 
older person, when the general society feeling Is. "Oh. my gosh, you 
mean after all these years vou are addressing performance with some- 
bodv who is 65 year's old " there is a great sympathv that builds up. 
T thinn managers are afraid, frankly, that they cannot handle perform- 
ance appraisals as well for older people as in our ca<*\ review commit- 
tees would look at it. or outside arbiters, or the courts would look at it. 
So I think you are rijrht : performance appraisal is one of the more 
difficult tilings and it \< perceived to be more difficult because of the 
emotional issue surrounding it with older people. 

Senator Chh.es. Mr. Maguire. 
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f^? 1 ™ 5 ■ Sena , tor > 1 do thmk that when any artificial system is 
eiitered ,nto the employment— that is. snel. as tenure or a rerv rigid 
merit system-I think that it does begin to have an effect on the attitude 
of the good managers involved and where you do try honestly to have 
the good performer and something stands in the way' of that, it is going 
to have an effect on mandatory retirement or on any of your other 
employment processes. J 
Senator Cucles. Mr. Read. 

; c M * ?i™ D- YeS< Senator, I agree completely. Performance evaluation 
is something we talk about very glibly and do very poorly. i 

1 think the other problem is that we do have a feeling that we have 
made a personal commitment to an individual who has been on the 
payroll say for fl years or more and that we should have uncovered the 
error prior to that time and therefore wc try to find ways of other jobs 
!«°fIl?n r il 0 J >p0rtlinitie f t 1 hnt J mi f llt make » better fit and sometimes we 

<J«S % unsuccessful and they stay right down the road with us. 

Senator Chiles. Senator Percy. 

C™\7tZ PERCY - } W ?u ld lik " f -° ask Mr - McColough a question. 
Z 11?;^ cominPnt °n the suggestion that has been made that we raise 
the social security retirement age from 65 to 68, while at the same 

ffivn° v!T at !, th0 e " rni T limi ] ation for social beneficial 
Si 5. in " de * n Z ? mllPS t0 det "mine what the impact of both of 

SC 2S5 bris^on # fUtUre ttftCr thC ^ 200 °' 

tS^SS ■' ^ r , 0n - reSS - Wh r 1 S0dnl "*urit/was estaWish d in 
the mid-1930 s you had a certain life expectancy. That life expectancy 

1 here is a funding problem as well 

TuLU?** thi " iC iYim** 1 there sho " 1(1 an arbitrary retirement age. 
Instead, wc would like to suggest ^that we have a rolling adjustment 
whereby we take into aocount.your life expectancy and we W up 

wort that ^ fr . om thc a & <* 81 ™' should expeit to 

work about three-quarters o • your lif?— which 'is the way it worked 
with the original social security in the 1930's. This, of course would 
not be implemented until some time in the future. I think' people 
punting on retirement should not be affected but it should I be Hed 
at It has a major impact on the funding 

h*E A* * m "i th - C taX c ° n -«*quences of the social security 

iEX I~ * f W r a ! thC 1SS " e ° f the earnincs limitation. We think 
there are some bench s to removing that earnings limitation but only 

&!m S "."T thn n Wlth \° m , £ ,in * on the ta * 1 think our feelK 
would be that really we should treat social security contributions and 

KfemS X i. t nnV 0t T ^' r , am , The tas ^seouences should 
be deferred until retirement. J think if von could do both of those 

so forti away with the earnings test > estend the S e bS?3 

Senator Percy, "^hank you. 

I was delighted to hear the comment made, about the social con- 
sciousness. I would like to put on the record of this committee that I 
have worked closely with industrial community and with the business 
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roundUible, as a member of the Business Council. I just wish the Amer- 
ican public could know **f the thousands of hours of se-sions tho«e 
groups have spent talking about the gor„l of the country, the good of 
the people, and the kinds of working relationships they want to have 
with their employees. 

Mort of you have described your companies as young companies- 
having frw retirees. Would your experiences l>e the same when your 
work forces are older and the number of retirees greater? Do you feel 
that you could apply the same principles in hea\y industrial corpora- 
tions* for instance, as some of the principles you have outlined today? 

Mr. Read. May I comment on that. Senator? 

Senator Percy. Yes. 

Mr, Rf..\d. We currently have 25.000 people on our retirement rolls, 
a substantially high number of those from the Anaconda Co. The 
interesting thing we found there was that the majority of those stay- 
ing after 65 in that industry tend to be the blue-collar employees. 
Whereas on the oil side the 'majority staying are office, managerial 
tyrx.^ a very small nnmbeV^rom our refineries. 

Mr. Maouirk. I don't think it will make a bit of difference as a com- 
pany. I think that it may have made a difference as yon were talking 
that maybe we didn't have so many experts around when we were start- 
ing right after World War II to tell us what all your personnel policies 
ought to bo and the fact that somebody should be hired or should not 
be hired because of height or weight or some other silly thing because 
we were growing so fast we could not afford to buy experts. I think 
that might have been part of it. 

I think 5, 6, or 7 years of any company's experience with an older 
worker force in the normal proportion will simply dispel all of the 
myths. I think that we won't ha\e to work at anything else if we can 
work at that one. 

Senator Percy. I have just one final question. 

I think one of the great changes in any business is the willingness 
to share experiences. I think for that reason the Bankers Life and 
the Northeastern Illinois University sponsored conferences are excel- 
lent opportunities to share with many, many other companies the 
common problems that they have. 

I found years ago. when our company was starting to get older, and 
we had more and more retirees, the correlation between those who 
wanted to retire en» l \ always seemed to be the best workers, the best 
adapted, and ihe oiks that yon really would like to retain. For those 
that had not made provision for themselves and had not looked 
ahead— retirement was a shock. They had not really thought much 
about it. We finally phased in mandatory retirement by the age of 68. 
We started with a 5-y« ar notice and a special retirement counseling 
program in the evenings. People would come in and talk with their 
spouses* about the fiscal side of aging. 

Do you find that people throughout industry are adjusted to the 
idea of retirement? Are they well aware of the many problems they 
can anticipate? Are the} psychologically ready or is the program that 
you started 25 years ago still necessary and should it be encouraged? 

Mr. Pack. I think. Senator, the need for earh retirement planning 
and thinking, whether you call it counseling oi life programing or 
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whatever term you want to use I think it is of great importance for 
people to think through what fheir personal options are, v>hat their 
p ^sonal alternatives are. I think people noed nelp with that. Some- 
times they only need help to get them there to do it ; other times they 
need technical help in thinking it through. 

We are in a very complex society and I think people do need an as 
sistance doing that. I think industry needs to understand that it is 
good business for some people to work longer and it is not such good 
business for others. As I said in my remarks, our experience has been 
with the counseling and programing and so forth, that overwhelmingly 
the people that are staying at Polaroid are the people we would most 
like to have stay and the peonle that are leaving are the people who 
have had difficulties of one kind or another whether they l>e physical 
or family. We think the counseling helps really a major element of our 
program. 

Senator Percy. At what agi: should that start? 

Mr. Paoe. We are starting at age 55. There are people who would 
say to start, earlier. We do a lot of communication earlier that is not 
called retirement planning around our benefits programs — profit 
sharing and the o^ers. So we are doing a great deal to communicate to 
our employees just what it is that they have and what their options 
are. We spend an awful lot of money in the benefits program. There 
is an awful lot of money spent in social security. It is amazing ho*v 
few people really understand until you make a conscious effort to sit 
down and think it through. I think money spent in thac area has a 
great payback. 

Senator Percy. Thank you. Anyone else have something? I appre- 
ciate very much your being here. 
Thank von, Mr. Chairman. 
Senator Chiles. Senator Pryor. 

Senator Pryor. Senator Glenn has been here longer than I have. 
8enator Ciiii.es. Senator Glenn. 

STATEMENT BY SENATOR JOHN GLENN 

Senator Glenn. Thank you. I have a short statement I would like 
to read. 

I look forward to today's discussion with representatives of Xerox 
Corp., Bankers Life & Casualty of Chicago. Polaroid Corp., and At- 
lantic Richfield Co. to hear what their companies are doing to expand 
employment opportunities for older workers. m - 

At previous hearings. th<* Senate Special Committee on Aging fins 
heard about the-problems of older workers who do not want to retire, 
about the physiological and mental abilities of older persons ano how 
these abilities impact on their learning and working potential*, and 
aboMt possible assessment techniques that could be used by employers 
to test the abilities of workers. 

As the aging segment of our population grows, our work force wnl 
depend more and more on older workers. It is important to know how 
industry is already responding to this rh«. icre. and what Government 
assistan t is needed to encourage private industry to take the lead in 
expanding work opportunities for older people. 
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That is the end of my remarks, and with the chairman's permission, 
I would like to ask a few questions. 
Senator Chiles. Go right ahead, Senator. 

Senator Glenn. As you have put in a retirement policy, which J am 
sure every member of the committee supports, what has happened to 
your younger workers? Normally you terminate people at the upper 
end hoping to keep your brightest people aboard, give them employ- 
ment opportunities. What have you found among your younger peo- 

1>le? Have you found a disproportionate number of younger people 
eaving for other employment? 

Mr. McColouoh. Senator, we have not at Xerox. One of the prob- 
lems of a young company is that you have too frequent promotions. 
We are trying to stabilize this in order to keep people in jobs longer. 
So the problem you describe is not our problem. 
Senator Glenn. How about th| rest of you? * 
Mr. Page. We have not seen that problem. Without data, I would 
observe that our younger people feel that it is a good practice. They 
see our philosophy of employee choice, employee aetermination being 
continually carried through and not being shut off at 65. I think they 
feel quite good about it. 

Senator Glenn. Are you running studies to sec how your policies 
affect the extended promotion expectations in a certain time period ? In 
other words, say a man or woman of 30 expecting to be promoted to the 
next higher level, does this extend him 1, 2, G years? Have you run any 
studies to see how that would impact on the younger workers who 
night be tempted tp leave? 

Mr. Page. We have not run any studies on that. Like Xerox, we are 
a relatively small company and the business conditions are a much 
bigger factor than the percentage of people staying on so that our 
overwhelming speed of promotions is determined by how well we are 
doing in the commercial aspects of the business as opposed to the num- 
ber of people that might be choosing to stay on. 

Senator Glenn. Polaroid and Xerox are not goojpexamples. How 
about Bankers and Atlantic Richfield? 

Mr. Maguire. We have not installed new retirement practices since 
we have had no basic programs so that there was a change. However, 
again, I really believe that it still boils down to people and people. 
Younger people view the boss or the opportunities to ne promoted in 
terms of whether there is a highly capable person up there who is a 
pail of the team making their tuture that much brighter by delivering 
a product and when you are one who is less than that or one who is 
weak or one who ought to be booted out, they arc disgruntled and 
they don't like it, not only from the point of view of thsir own pro- 
motion but from the point of view of where the company is going. It 
they are used to a normal mix of people, I don't really think that they 
think about it in terms of Charlie is 81 or 35. 

Senator Glenn. They don't see it as a reduced advancement oppor 
tunity for themselves? 

Mr. Maouirb. I really don't think on t ie basis of age. They do on 
the basis of performance and they are tony h critics. 
Senator Glknn. Mr. Rend, how about At mntiV Richfield? 
Mr. Read. Of course, our experience is rather slim in recruiting but 
we are very concerned that out in the mid-1 980's and 1990's we could 
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have a large cluttering of employe i.» the 25-to-i5-ng c bracket who 
if a large nu , nb er of |M . opi , r| ,. ( . a>(| , () , t would be 

Xt , an ' h, ' ld b f^'edon« know wmu the size of this isgoing 

f iu Sh T ° f '* h " f lf r COII,im,c to bt ' ,,n «P«n«ling mode, 
if m uhtry continues to expand. 1 th.nk this will take care of itself 

JJa&asSW * Ma mL 1 ,hink w couid £ a 

Seimtor Glenn Mr. Read vo,, prol.ably would l^ve more of a mix 
n vour company between administrative job, nj physical strength 

obs. Do you f,nil a gi t variation, when you v/v peinutting S 

o ront.nue or not to continue: between those hZflice-type jobs^s Tp- 

T, , « I" 5 " "f ^'^""'V'^'^h-type job, Chieh would also b?a 
tan- percentage of your employment ? 

Mr. Head. \o; today cwuyone that has asked to continue lias been 
allowed ,o continue beyond <;;,. I, „ M . Anaconda companv. while h is 
a snial number, 40 of them arc in hourly positions in pinnt-tvpe opera 
t ons I„ the Atlantic R.ehlieh! ( .|,emic„l oil side, the reverse is tZ 

. tiinlsSo,;:' in oflko **■ - — »«»*•'• 8 «■ ">< - in- 

Senator Gi.knn Do you plan to tailor people into the iob or alter 

J ha wi h It, iT: kc,s : 1 thinkinfr of hWsehednles oAhings I ke 
tjiat with tneolder worker in mind. 

Mr. Kkad. We are iK.ng flextime but that would not be a matter of 
age; it is moie conditioned on the type of work being done where we 
ould accommodate it to our scheduling. Anyone is free to use flex- 
time. \\ e have not done enough in seeking out opportunities for shared 
uu ! oh ;1 "»k would accommodate more of (he people over Go 
w:»o really don't want to work full time but would be happy to work 
part nine. .. 1 1 - 

koiSfri G ft VN ; °5 ; V,,nl 1 ( * h,,ire>l th " ,M '»™* o" "Ho* Old 

sUld? Ihe hlfects of Aging on Learning and Working.- and we dis- 
cussed the possibilities „f an awsMiient technique to he used by em- 
plovers for testing the abiht.es of the worker. If NIH, for instance 

h^igned a measure,,. ent jeelmi,,,,,.. would you be encouraged to use 
f am th.nkiig ... term, of .elating this to the co.nn.cn. made earlier 
that some people „„. old at ■><) and some at <>:$. Would vo, think l a 
period,,- testing of all the workers would I* too oumliSX, o i J 

o, hi develop „ reasonable t,< won .at be something you won J 

look into or work with Mil on < " • 

Mr. Read. Twould not he for the test. 

Mr. M,-Co..o, « ; ,i. I would lie skeptical. It is true that people n-e at 
different rates but abo people that are old can doVeiUi jobs 
I hero ,s no reason to for,,, then, out of the work force. I would be verv 
skeptical of the development of the test. I would be even more skep cal 
of the application by Xerox. ' 

Senator (JI.KN V. Jt was suggested at our heanngthat there rnH.I |» 
«i possibdit, of making an n^umA a. eertam 'periods sc vo c , hi 
determine what a pei-son s en ,»abi lit ies are. t * 

Mr . I'm.k. Senator, employes" self-selecting, I can't emphasise it 
plough, has worked We do,,', „ m I „ ,est. The employ TZH s«> 
eetexi and deeded whether they want .„ stay or go e.rlier and t }»,« 

myZTC-Z:^ '° " ,UMi ,,,,i,< ' , ' , • 0,i,a,,, «• ,0 1 ~ 
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Senator Glenn. In your experiences so far, do you see any relation 
between those wanting to take enrlv retirement and t\ ->sc wanting to 
stay and their pay scales? In an inflationary time, lower paid worker? 
cannot make ends meet, and they have to stay on, where the higher 
^Ipilaried people would want to pet out at an earlier ape? Have yon 
seen anv evidence of that? . . 

Mr. Page. Over the long b ml our mix of the people that are retiring 
has been the same; that is, the higher paid people have been about the 
same percentage that stayed as they were a percentage in the compar- 
and on the lower paid the same way so the distribution has been just 
about what the company's normal distribution wofld be. We have seen 
in tho last couple of vears for those people who have reached 65 a little 
higher percentage, starting to stay on and we suspect that that may be 
caused bv inflation. But it also may be caused by the chancre in what 
was traditionally thought of as retirement age — ape 65. When you 
move the national norm to 70, it may ha-e had a psychological effect. 
It is too early to tell. 

Senator Glknn. Mr. McColongli. as chairman of the Subcommittee 
on <East Asia, I was interested to note in your testimony on page 13 
that a ftfudv is being done on the aging of tho labor force in coninnction 
with the Japan society. The Japanese have pretty much standard 
retirement starting at 55. Only a few people are permitted to work 
until 58 and almost evervone is in *ome form of retirement by the age 
of 60. Many people then try to find employment in snl>sidiaries of 
their corporations. ■ , 

You are familiar, of course, with the lifetime tenure with ma]or 
companies. I think it is something like 70 or 80 percent of the work 
force. I wondered if vou had any word you could give us on that be- 
cause it seems to me" it would be very interesting to study the Jap- 
anese model and what they are doing as opposed to what we are doing 
here. Their experience is quite different from ours. They start retire- 
ment at an earlier age. . 

Mr. McOoi/h-oh. Senator, they are a very productive society. I don t 
have anv results from that study yet. 

Senator Gi^nn. If you get any results, even preliminary results, 
T am sure the chairman and the committee would appreciate having 
them. I have been trying to follow the Japanese experience as closely 
as I ca n because of the situation we h n here. 

Senator Chiles. Senator Pryor. 

STATEMENT BY SENATOR DAVID PRYOR 

Senator Pryor. Thank vou, Mr. Chairman. 

I would just like to, if I could, sav thank yon to yon gentlemen who 
have exemplified what I think is certainly a corporate sensitivity to a 
real challenge that we have. I would also like to mention, if it has not 
been menrir.ned, I got in iate and I am sorrv. about a program that we 
have here in tbe Senate, and that i* the semor intern program. We 
allow not onlv younger interns, mostly during the summer when the 
kids an' out of school, but we also allow senior citizens to come for an 
internship in onr office and it has reallv been a nice program. I think, 
and a $ood opportunity. Some of the interns are here today. I know 
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f™™ vU \v m u T intern is 1,ero and 0lIr senior, Jtfr. Middleton 
from Arkansas. We have several interns from manyXes. UUa ' et0n ' 

coSfup^ * 0(1 S0mfi in ,he ft,ldipncp ,h " ftt want to 

Senator Prvok. Thert> are some more hands going m > so we fee 

K£5r ,y ° f thftt P^"" 1 - Xt related dirlthytoiJo? 

Glenn | Jme of questioning -How old is old?"' because fast year we 

tt a T 7 7-y? r -° "J*™* intern and he broke a rib stealing in o third 
base He played for our staff softball team and he was tl " star of 

•MSiSftf^ That f ° ll0W Wi " ™ «* 0id - 1 <^ * 
I would just like :o ask a couple of questions, if I ,„i<fl>'t \fv first 

Ktio^Tni^M- can 'i 16 c °^'V\ itseif d ° 2S «a fhi 

£ai Soi™ « , ? relaX " tlon of V>. of regulations would 

Dean inspirators Can we do anything to entourage other contonnins 

or should we stay out of it beea»Se of feaj/of messing it upT Wlfat 
should be our attitude and what should wedo? 

Mr. McCow.v«ii. I think the Congress Vou Id help. I think ireneial 
encouragement useful as well a. more help ,„ retrain mi progr, s 

ZXTJT^ 1 " ,ink thl " ,S ,,ett,> '- tor ">»--2 l ... me". 
»ke th re la n.ng pnjgran. -to h.re the older worker ami to give then, 
he skills they need-then to have a (imornnimLpracnini The advan- 
age of the company doing ,t is that the eompTnv tele" > ti e e X ' 
hev wan, and a, the end of ,ha, prolan, the ob^ there. iVnffll 
tunned person doc-, not have togoout and tind a job , ' 

I think many people get discouraged when they go through a Gov- 
ernment training program and at the end they don't haTe a job So 
ret ainin,'"oM ™ Cm ™Z c ™»\ for companies 'that actually talk at 
re ain.ng older pople would be verv beneficial. As I „a,d I would 
rather see Government effort focus on encouraging corporate r ro 
grams than or. setting up big Government program, wjm here is 

aa^ t,,e (,,,a ° f <,u> '™ J * L «• <>~ 

Senator Prvor. Other comments? 

senfrit^^V 1 ^''! 0 "- 1 1 » M ' rsr ' na ! l J- T° uki like to "*» *oc,al 
security Msteni be made much more simplistic so people could find it 

S r Wo r U, r rSt, " Ul - 1 , W0UI<1 ^ t!,,, " Sli,,,<> »°°»* oLr own p n on 
plan. JW find m coiinse hng with pe„,,le that it is difficult for them 

,f S2T ; vh! " ,h r ,r [mxo K w r W ,t is - The »«' i! o 

din i L.f Ul )0 * mi ! ] y •"""Plificd, I tliink. I wish Congress wo„] 
direct .itself at that but otherwu* generally would stay out of S 
He tier d neat, o„ and better communication for more companies wou d 
(to it: hut I wouh. not like to ^e Federal programs. 
Senator Piivok. A:i v other comments? 

Mr. M \«si no I nmil.1 like to see the resources -I, at are now applied 
"'«■ <'»'!» loyment aspect of gerontology ,„ | M . „pph ( „, ,,,«„', , he 
edura .«„„ and .hor. -term incentive approach-tax incentive Z 
i -.a< h. and short ten,, ,„., to get ,>eople's attention involved and then 
out of it !..,( a |K N ln.. .-durational upprondi as op|>osed ,«'» , K »bce 
approach to ,. «|„«h >on.eho« ue always end up a'.'h the best nte n 
Hon in the world. «* end up mth -ornebody «„|, a billy club trying 
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to tell, I think, some rathter generally sincere people how to do some- 
thing and generally they have had no experience in it. 
Mr. Read. I concur in what they said. 

Senator Pryor. You represent four major corporations. What al>out 
smaller companies and small businesses across this land? Could they 
achieve tho same advantages or could they have the same success that 
you "have had in your corporations? Do you have to be more sophisti- 
cated than the average small irtisincss or small business person to deal 
with this particular proHsm ? 

Mr. Read. I could speculate on that. I think they could be equally 
successful. I think nany of them don't have mandatory retirement 
Many of them don't have pension pit>:i3 after ERISA. I think here I 
would agree with Mr. McColougK, basically if you let the companies do 
the training of the people, that is better. Some of the smaller companies 
may need some financial incentives. I am not looking f*>r any financial 
incentives for Atlantic Richfield. 

Senator Pryor. I think this has l>een brought up earlier tins morning 
but what about the changes in raising the retirement age from 65 to 
68? Would this have an impact on your looking at retirement pro- 
grams in your own companies or would this be an attitudinal factor! 
Would this really be a factor? 

Mr. McColouoii. Senator, could I comment on that ? 

Senator Pryor. Yes. . . 

Mr. McColouoh. i think this morning we have been emphasizing 
the removal of restrictions on ho«v long a person can work. 1 think that 
is fine. Maybe the restrictions should be abolished altogether. I think 
the real problem we have in looking after oldeM*orkers, and looking 
after them in retireif&pt from a financial point. of view, is that bv and 
Jarge an awful lot of people don't want to work even to ^ge 65. 1 know 
in my own company after the mandatory age Was^ised to TO- practi- 
cally no one came to me and said they were glad the^agc. is now <0. 

The predominant question I have had posed to me is, "When can 
I retire at full pension?" The question always involves early retire- 
ment at full pension. I think we have to do an awful lot to encourage 
peonle to work longer. Some people can't because of disabilities, but 
some people could with retraining. To encourage the nnall businesses^ 
Government could try giving them tax credits or perhaps grants to 
encourage retraining. 

I think that we absolutclv have to, for financial reasons extend the 
retirement age under social security from 65 somewhat beyond that 
sometime in the future. I think that would help to persuade people 
that you- ahould^ot expect to retire at 62, let alone 65. I think there 
is a very basic attitudinal problem in the society that people want to 
retire earlier. . 

I think we should not be mislead by the fa^t that some people are 
beginning to work longer. This is prdbably the result of inflation 
I think we have quite a job to do to persuade people to work longer 

Senator PrW What has been the attitude in labor unions, how do 
they feel about the issue of working longer? Union, nonunion, is that 
a problem? „ 

Mr. Rrad. None of our unions would agree to it and of course there 
was no kgal responsibility. They have had to since the Federal law 
has been passed. 
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(J*l ?" d ' of , cou1 ^ that tht> > h»vf been bargaining m, , ■ u >ar, 
S i!i ,7 T ? rh<,r ,<,,n<, '"« »« » f«H I*"*"" u paid at age 60 
m« £ v on I 11°""* w,uw W»«Iurm«. „, the „l, a of ,>e*ple work- 
1ft ' " l w >- t \^ M 1 »»' Hiimnali.,i, of mandator ivtircmem 
Minph bp*iiM. .1 a.ul, to their problem at i,a.t ln thV/r mw.il in 

! ' P " ,M, °"'" ,Btu " k f """ it,1(i !^»"« ii«m 

«r^ ^ ,^SS« I ^ t,M ' ,r ' ,,,t,,,,, ■ ,1< * l " 1 " i ' 1 «" < "» ! « •« »* 

Mr. KEAO. I think if theie ,> „ Fr«lei«l law sbmuj. "this ts the ago 
or- retirement that «,)] » ( „k bill I .Ion. think «i,,r amtud** 
»eLWmbleonth,.a / p.,..x,oi,ttob«u^» t lo«n 

.•nee on that. ''"'' ^ * ""' " " < " u " 11 "" 1 " a 'l ,am UV h;u '' «t|*n- 

.Senator I'hyoh. 'i t»u air a nonunion e<imi>an\ ' 
Mr Magurk. V,* 

Senator Piiy.m. So \< » u ,Um t ,f.-a with tan. 
Any otliei eoiiiinent- ' 

Mr. Mt( oi^, <su. I think thex .... wit lle\il,|. | heir retirement 

i mink. i> \orv liexih J untiki not «ihi . f . 

proud, than am <xnh ek- mi the .•omj.ain f 
.Senator J'rvoh | pieM.iinj; I. ."senator Mel, »„.,■ 

STATEMENT BY SENATOR JOHN ME1CHER 

Senium Mru hkii I hank ton. M. Chairman 

I cant help t, ut - omment • ()f ui ; , \], _ M , . 

5 "" , f "^^ '«"" «»'?« \"'«* » ' nowaday o e gi," S 

•»rk» <>r Xerox and he tells „.,. i)l!sllll . NS „ |,. a( 
Mr. M< < ..u„ ,,„ J | „,„. ilf )S work|nR hanj 

Senator .iKuuui I think I have a Utile ,,m V ht. Ml |W in ,o 

-Mi. I\v.*. I hopi- not working too nani 

stRht'^a'aV ' ,5 -^» Llf - 1 no .h. 

Mr H,aU. v.- it, Montana f„||o« U,'< '» ...em , w 
Mr Read i I know 

.hiT'r' ., M r U " H! f '°f' ,, ; 0 I'!f' I" •«•«'«■ «H l.if>liti and Anu.onda 
1/ ,! AK( ( ' w< »ni»' ow ( (n « not ii-oiiin* thm 

::zri:Tt:, u -^ 1 « 1 




U im ( M.p... ,,„. ,h.,i „„. [Iiin ,.| ,„ h 
ahout Hanke.s L.f... : , ,.„.„, r<)/) , ! 

Mr. .M \cif utK. Yes 

other romimme. . h,„ atM , lt , » « 

da has^on, U „, IIM . d ,„ t| „ nk ' 

J «.t around and ,«,ld!, then thnmhs and *,„„, , } „rJ„V S « 
«( are fa. . .1 «•((, u„ 4 u . ur im<] ))1()im i, h W V( . nr ft |ftf f)f 
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who would onlmanh rutin at tvtiu metit age are not going to l*e able 
to do it, they an going to have to<ontinue to work simply because tin v 
won't be able to have soffit lent funds io meet the cost of living without 
working. 

Now we ought to be looking at out opportunities to help the retired 
and at the same time l>e follow mg the path that is supposed to i>e one 
of the major efforts to t onttol ittftat ion. We ought to i>e doing that now. 
I am afraid we are not doing that now to a sufficient degree in this 
country to realh be ver\ meaningful. Some of \ou have touched on it 
in answer to Senator Prvor's question and that is, what are we doing 
about better retirement plans in the wa\ of treating the thing so the 
person can retire and become comfortable i 

I have a bill in that would »itnph lemove the restrictions on IE As 
for anylxxh . whether thev are covered bj a lompanv pension plan or 
social set unt\ could < on tribute ami part hi pate in an IRA and it seems 
to me that that is a t\pe of .ution we have got to have right now. We 
are advised that the V.S. savings rate »* 3.5 percent of disposable in 
come. I think that is a low for us in this country out it also I believe 
is a low for any industrial country hi the worlcf. 

Xow if the main hangup on why people don't use IRAV is the 
fa^ that thev simply can't l>eeaiis< the\ an 4 under sicial secuntj or 
under a company pension plan, then why isn't this the time to move 
rather Wildly and rather prompt 1\ on that? I wonder if this is not 
going to l>c part of the Commission on Pension Poht ies recommenda- 
tion because if we tjin't mo\e legislation in this Congress to increase 
savings now during this real distress pernxi with inflation just eat- 
ing n^ ah\e, I don't know when we eould do it. I realize all of the 
built in opposition. mavl>c you people don't. Then* is aiwavs built-in 
opposition to various congressional i oiniuittres on doing this or doing 
that. Thev considered it. Thev passed an not a few vears ago and the} 
don't want to see it changed. 

If wo can't move hold I a \ and prompth on legislation in Congress 
now to increase savings. I don't know when would l>e a better time. I 
am wondering if that i^ tla best bankers seem to tell me that this is the 
In^t plate to change existing law on <*n\iiigs to get int reased savings in 
this country. 

Xow to repeat, what we would do in the legislation proposed would 
Im> to increase the amounts. 

No. K remove the restriction* on these individual retirement funds 
when- if yon arc under *o< tal seeuritv or under some othei pension 
plan cannot participate in an IRA. I would like to hear some response 
f"om you gentlemen. 

Mr. MK 'outrun F'irst of all. inflation 1- the No, I problem. As 
Chairman of the President's Coinnji.^ien on Pen ion Policy, I don't 
vet know what we will Ix- recommending in February 108!. but T 
know one statement that is *ute to be in there and that is that if this 
count rv h going to live with double digit inflation, then* will not be 
any pension sv stern in the tountri, You tannot have a viable pension 
svstem Im-ed on sex ial M-runtv »vith double digit inflation. I know of 
no country in the v,*orld that has been able to do tha4, We have to lick 
inflation. 

I *hink also »har \w need io look »arefullv at the culled three- 
legged stool Hen* socsal se«*urit} i* th< has*i« (overage for man v peo- 

O 
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£™ i lV ° M,, Ployer-bfc«l petition system, and then private 

ymg*. i njrrpf very much that wo should encourage retirement sav- 
mm. or other saving too. not just for retirement. There is no in- 
mitivo right now to ..peak of. I think it is a verv important step. Par- 

25' '/ "* JU>t 11:11 '", lld infifttion - 1 thl ' nk ««» *ould be the 
Si v ! ? F S ° Im> p, '?X ,! f ,IVI,1 S ""lequntoly in retirement or not. I 
hope yon get .some resulfc because I think it is verv, verv important 

n, ' 8 °° h f,° ' 10 m ? heurt of tho Productivity of our country. 
Our savings is the lowest in the world. Our productivity is the lowest 

~» Jo» J IT , ,he WOrW ' r "L eSS We savin ^ for 'modernisation. 
'JluU. - eo, , V°^ et r »P ni, . v for reinvestment which will help the 
wiiWe. eiu. lul nv. fco I would agree with von very much 

Mr. I Aoe. Also. Senator. I think we need to increase savines in this 
country for the reason Mr. McColough said. Tnless we can !*k"nna- 
tion and put productivity hack where it belongs in this country he is 

men »£ Sff" • 1 PCnSi ° n Plan - S0C1 *^ ur » •« or «? re! ir - 
tnent plan, tliat will not suffer. 

, ™ MAr ;rf;. Kvery0n ° lm *' ^ >kt ' n nl,out t,u ' retirement counseling 
p og ams that they are encouraging I might say at significant cost to 
tne •'orporation. When von alrea^ have a plan and your people sav 
even at the earlier age that is great hut how can I do 1'tMVe can't te'l 
hem you can take „n IRA a, $2,500 a year and you probably would 
1 e m verv good condition if you start that. We cannot do that.' I think 
it wou.d he a super program if something could he done along that line. 

Mr Kkad. I would certainly agree. It has heen an interesting thing 
to watch m our retirement plan. We had a provision for vohintarv 
cm trihutions ,n the Atlantic Richfield parent rompunv plan. More than 

Z" .1 ° Ur P^P' rl - k? n , ,lvnntn ^' of "> ftt - < ompanv.paid plan 
that thev can put additional money and they will he paidan annuity. 

d g T' a ." rac,,0 »- 1 T!lp same "ay with our thrift and sav- 
ings plan. People w,ll contribute th- maximum to them. 85 percent 
of our people, I think they are looking for opportunities to do this but 

lon'^nSr* int<> " Tt ,S * ,f - ,,efea,in P ] * Ci "™ °i ^e tax 

Senator Mtxrnm. Mr. Magutre, the bans for making IRA's attrac- 
Vn *" V?-'^ " t!, r tax,n " 'n«'nt:ve that it allows. Does it fit in ? Do 
" ,10 f your emplovees but in the overall scheme since the 
money is deposed ,„ a . . w ||, \ piWB if ttou , f , nof havp fQ ^ d ; , ed 

m a savings msitution. it could be depoMt«d with life insurance com- 
panies. 1 HA s are something that insurance companies participate in 
now, is that correct ? 1 

Mr. MvormE. Yes s,r. that is correct. The entire financial industry. 
Senator Mr.t/ iiKK. I hank you. 

Mr. MrCororr.ii. V m \,\ I just ad<l one thing to thar ? We need an 
additional inducement to make IRA's attractive for lower income 
brackets, t eoph. in lovv-imom,. tax bracket- do not feel it is enough 
of an attraction to ,h ; IRA's now. I would like to „ tmnima | & x 
credit for IRA. s. or the equivalent for the low-income group in the 
.ountry It ,s an additional inducement to them to sav* money in 
terms of savings ,,. th- eounti.v. It is „ bit more expensive but' the 
credit does „ ( ,t have ,o go too high. I think that ought be v,rv desir 
able and tOsfart IRA s * • 
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Senator Mei.ciikr. I am delighted to hear you say that, Mr. Mc- 
Colough ; that is part of the bill. 
Mr. McColouoii. I didn't know that. 

Senator Melcher. Tax credit is our part of the bill and it is to my 
way of thinking the essentia] inducement for savings. I think yon 
have to show some instant tax advantage and tax credits or ta^: for- 
giveness on savings. I think that initial inducement is a burden. That 
is part of the bill. 

Interestingly enough, the cost to the Treasury would be wiped out 
in total if it just reduces interest rntes that the Treasury has to pay to 
service a debt by 2 points. So I hope we are able to move it because we 
sincerelv believe it would generate within 1 year's time an additional 
$30 billion worth of personal savings in this country and that is 
worth going after if we really want to strike at some of the basic 
group causes of inflation. I hope we do. 

Thank you very much. / 

Senator Pryor. Thank you, Senator Melcher. 

Some companies. I understand, attempt to get rid of the older work- 
ers because their salaries are generally higher and they think that 
they can go out and hire younger workers for much less salary. In this 
a myth or is this a truism in the business world? What is the attitude 
of companies as it relates to this^ioint ? 

Mr. Pack. Well, certainly nat our practice at Polaroid. I can't tell 
you whether it is a myth or 'not but our analysis would say tliat it 
would be ver\ bad business and it will end up costing you more money 
to do that. Yes. you generally will pay older people higher rales of 
pay because they will be more apt to hi 1 at the top of their pay ranges; 
but because of the self -selective aspect, the better people are staying. 
By and large, the medical benefits we believe are going to be greater 
for younger people; thev are going to have familv plans as opposed 
to individual or individual plus spouse. Our belief is that you are 
going tp spend more money training, recruiting, hiring, so we would 
consider it very bad business. I cannot spbak for anyone else. 

Senator Pryor. Mr. Maguire. 

Mr. Maguxrk. I think the place where jun should first look for sav- 
ings from }>eople with higher salaries is from managers who think 
like that. I think they have got to be bottom line, zero people, if they 
s think that way. 

* Senator Pryor. Any other comments? 

Mr. McCoioron. I agree with the other comments because you have 
to look at the total cost. Sure, you may pay an older employer with 
seniority more money, but your turnover cost and recruiting cost and 
training is higher. We are trying to encourage some senior people from 
New York to go to California. By doing this we are going to save on 
tremendous tumo\er and other things out there. So this argument you 
cite is really only a myth. I have never heard any other business peo- 

f>le in private discussions even talk that way, but you see it occasional- 
y in the press. 

Senator Pryor. Mr. McColough, Mr. Page, Mr. Maguire, and Mr. 
Read, we are very indebted to \ou today foi coming before this com- 
mittee. This is the second, as you know, of a sei ies of hearings the Spe- 
cial Committee is holding on this issue. It is a great challenge to our 
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country and it is my understanding that there is u possibility of hold- 
ing future hearings because we do want to hear from other segments 
of our society on this point. That you are sharing of vour own personal 
experience with the companies that you represent and I might sav 
that you represent so well, is a great benefit to this committee and I 
think ultimately to the American people, so sincerely, we do thank you. 
lou havo given very generously of your time anil you have shared 
your knowledge about this area with us and we will always be indebted * 
to you. 

Senator Chiles did have to go to the Budget Committee but he 
asked that I conclude the hearing this morning. I did want to pat all 
of you on the hack and say once again, thank \ou \erv much. 

Mr. Read. Thank you. 

Mr. Maguire. Thank you. 

Mr. Page. Thank vou. 

Mr. McColough. Thank you. 

[Whereupon, at 1^! :*»7 p.m.. the committee adjourned.] 
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MATERIAL RELATED TO HEARING 

ITEM 1. WORKING PAPER, "EMPLOYMENT OF OLDER WORKERS : DIS- 
INCENTIVES AND INCENTIVES," PREPARED BY ELIZABETH L 
MEIER. PRESIDENT'S COMMISSION ON PENSION POLICY, SUBMITTED 
BY C. PETER McCOLOUGH 1 

Introduction 

t ri^?* CoKartwton'B wooing paper. "Varieties of Retirement Ages," retirement 
1^ , W6N exp tored. Including th- trend toward early retirement and leaned 
^w, r «S£? rtl » lpatl0 ? ln general for the older Population. At tie wunMJmY 
yeTw fftttl 1 '^ "J 6 "/J? 8 l0nger and expected to liveTditional 

ZZtZJ't j** future because of disease-controlling techniques. This has serious 
"£25 & 01 "i r ? tlr 5 ment income systems, both public and private wMch ^ 
spinal. We can oxpect that increasing amounts of tie nation! 

tadtatZ? • u™ 1 ? 10 T* 0 ? benef " 8 ln very%ear future as ou^popu- 
iadon age* : lives longer in retirement 

'alih ™ e t£nf ^Hnn' 0 * £ re8 ? ures brou « ht increased pension benefits. 

X r m ^ °h I- k i ' ftnd a larger aged Elation which is living longer in 
retirement, it is obvious that the Nation's policymakers must examine everv 

p ™ rW,a * add,t,onal lncom * purees to the elder* It wouk also £ 
good policy to encourage more individual initiative, 

mfSSHJ^ lnitiative t? reHeve the in tergenerational dependence and financial 
« p retirement system would be to increase work efforts voluntarily 

^nfn^^ b S. ftCC0mpli8l,ed through work incentives and increased job oppor- 
tunities for older persons. ^ 

The trend pver the last several decades ha* been for more males in the aire 

fhi ^f « un 2 er 80C,al P*?' 1 * was Provided for males in 1961. the decade of 
the seventies has seen the largest drop in labor force participation in the aire / 
category 6^4 In 1970. only 62 percent of this group were n thMabo for£' 
IV^TJ^1°J 5 ^jf 1 ,D 1970 and 78 ** rcent in &eo. The proportion ot ^women 
nw? S2^fc h ^J? 0 dr °P ped u ln ^e seventies although still above the I960 and 
partic^t^n W ° meU experiencing a countertrend of increased 

According to a poll sponsored by the Commission, 58 percent of all workers 
expect social security to be their primary source of retirement income, 22 per- 
cent expect employer-based pensions to be their main support in retirement 

h^i 5 /T* 1 ^ eXp ^»i° rcly on P*™ 0 ™ 1 ^vings. while less than 2 percent 
hope their family or children will support them in retirement. v*™™ 

0n ! ?IL t ^S? u j l l a . n overwhelming majority of the population. 89 percent 
wy that they will definitely or probably receive social security benefits. Fortv- 
eight percent anticipate that they will receive some benefits from an employer- 
based pension. Yet the survey also found a profound pessimjs.n in this country 
^ r .l^?L°fu ? r about t l he,r retirement prospects. When asked whether 
they expected their retirement income to be adequate for their needs, 63 per- 
cent answered probably or definitely not. This response shows that the people 
are not confident of the ability of our Nation's retirement income system to pro- 
Tide adequate benefits to the retired. - J, 

1 Bh> iUtement. page 88 
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Alon* the same lines, 52 percent of those surveyed caid they expected to live 
at a lower standard of living than they are currently after they retire. Fifty- 
eight percent expected continued, high inflation every year while 60 percent 
forecast that the country's economic conditions will get worse. 

But, even though e*rly retirement benefits may be actuarially reduced and 
people expect inflation to continue at high levels, our survey shows that 47.5 
percent of the working population expects to retire at age 62 or before. In 
1976. 84 percent of all social security benedciaries retired at age 62. This seems 
to indicate a potential for even more earlier retirement than is currently the case, 
and thus a potential for even greater dependence on our retirement programs. 

Tie President's Commission is considering a number of policy initiatives which 
could increase work incentives and job opportunities for the elderly that might 
begin the process of reversing this trend. A few of these are : 

—Elimination or modification of the social security earnings test. 

—Alternative work patterns. In order to retain older people in the labor force 
we might encourage more part-time work, staggered work hours, and sab- 
baticals. Work sharing is another possibility. 

—Retraining. Another approach would be to retrain older workers and offer 
increased educational opportunities to accomplish the same purpose. 

-Requiring pension accruals for those working after age 65. Currently, 
regulations permit pension plans to freeze accruals after a worker reaches 6o. 

—Lifting the current mandatory retirement age of 70. 

Increased employment of older worker, however, is not a panacea. There are. 
unfortunately, no simple solutions. 

"Employment of Older Workers; Disincentives and Incentives was prepared 
by Elizabeth L. Meier assisted by Cynthia C. Pittmar. The President's Com- 
mission on Pension Policy welcomes and encourages comments on this study, 
both for the benefit of its Commissioners and for the accuracy of its final report 

Thomas C. Woodruff, 

Executive Director, 

I, Bacxgbound 

Retirement has become an increasingly viable option for workers 55 and older. 
Surveys show a willingness to retire by the majority of older workers and satis- 
faction with retirement by a majority of retirees. As a result, labor force statistics 
show a declining proportion of persons in the older age group who are either 
working or looking for work. . . 

As can be seen in table 1. the trend over the last several decades has been for 
more mfties who are 60 and over to leave the labor force. Although early retire- 
ment under social security was provided for males in 1061, the decade of the 
seventies has seen the largest drop indicating an acceleration of the early re- 
tirement trend. In 1979, only 62 percent of men 60-64 are in the labor force 
compared to 75 percent in 1970 and 78 percent in 1960. The proportion of women 
ages 60-64 has also dropped in the seventies although the labor force participa- 
tion rate is still above the I960 and 1950 rates. The rate for older women In 
general had been increasing but the 1970 f s has seen a leveling off of this trend 

TABLE l.-tABO* FORCE PARTICIPATION RATES. AGES 55 AND ABOVE BY SEX. SELECTED YEARS 

(In ptrctntl 







Mtlts 








Ftmtto 






Afi 


1950 


1960 


1970 


1979 


1M0 


1960 


1970 


1979 


55 b 59 

60to64 


87 

79 
39 


88 

78 
29 


89 

75 
27 


82 

62 
20 


26 
20 
7 


40 

29 
10 


49 

36 
9 


49 
34 
8 



Sooret* U.S. Burtiu of tht Ciniui. "Census of ropuuuon iwj, u tun to mwwuduc*. u.j. — v. — ■ 

"Employment and Earning." ittivtiy 1971. hnwry 19». 

For the population 65 and over, only a fifth of the males and 8 percent of the 
females were in the labor force by 1979. About 30 percent of the males and 15 
Dereent of the females 65-69 were working or looking for work compared to 15 
percent and 5 percent for those aged 70 and over. Slightly over 3 million persons 
65 and over were stUl in the labor force and of these 1.2 million were 70 and over. 

ERiC 47 



129 



T.VEMH OYMKNT 



form empiojew, «»,„ , r c ,, r X,rt Iv tn.ow, 0y , nrt ' KW,er »»? valued long- 
workers who lose their j< )hs ft r rarioi« ™„ . T » S """ "° ,,<,,Wi B,,t older 
menm*. and eoonom .'em ^ » 1 » n < ' >l0fil "ss. Imsiness 

Have to compete awlnst >onn B er .*rso, i " V |, n o^™ pe * llip,0jrert - T " ey 
and the pres„,np,| 0 „ ot ymthM ^^vTml^tf^K*'" ,rni,,!n « 
salaries than those with ess experience j* * " C hlsn<>r nn K ps a »d 

as Insurance and iH-nslons nmv iTe hlrif* i . „ ,,f ," 1<>lr fH " K<> benem * 
workers to relocate to area, hi in h ay "' S ° ,K ' " 1<,r<> ,Iiffle ' lIt 'or older 

^» "ftaiSiil^^SS ^ , ' I " < "" 0 "» or, '»' i,i <'« ««* more plentiful 

TABLE 2 -UNEMPLOYMENT RATES, BY SEX AND AGE, 1561-76 
fin percenll 



Miles 



Females 



ays 55,o M 65p , u , sarsjs „, 0M 



65 plu: 



1961.. 



1%2.;, * ? H S ' 5 7.2 4 5 ,0 

& 3 . •' 1 H e 6 5 2 : : 

»•: ' f « a 1 : 

1970 ;-J H 22 2? I* J 

1971.. J j 2 8 3.3 5.9 2 7 5? 

1972 - ?? 3.4 eg 3 3 II 

1973... 1? 3.2 3 6 g 3.3 3.6 

1974 J'J 2 4 3.0 6 J 3.3 3.5 

1975 7 9 H 33 6 7 3 3 ?'? 
1976... I'i < 3 5.4 so f'J 3.7 

t|__ ^ 7 » ?:S g 1.1 

'«„^ " f -omp.ovmen, tends to I. 

In I»70 wer- the 11. wet'ks r ... ,. ,l » ', «» u ™««oiis of unemploj ,„ wit 

'» table 3 I.ea K thv |*",^ ( , , ■ K *, llml 05 nl,(1 < ,v " »« «« «»»«wn 

ment or l,e<,,mln K „ dCc X " w £ n «"«>\l«ul to early Involuntnr, retire- 
I07.V7G recession. iC „ S ,f to^^ '° "° k f ° r " Joh - r),lr,,1 S the 

men and women ,„ the™ 1.™ ", ork< T s row 200 lucent among 

<l'S President > <<><eKO.> eom, m re<l to 73 percent for all workers 



Age 



TABLE J^UMCmoviO PERSONS AVfRACt DURATION IN Wff KS BY AGE AND SfX 1979 

_ _ Tot » ! Milt ferrule 

Totel 16 ird over " 

J5 ,oi9 * 10 8 12.0 OA 

20 b 24... 7 4 79 II 

g to .14. 9.7 |o.i 

35to44 11 i J* J 9 -3 

45 to 54 13 3 57 if"! 

5 to 64 14.5 5 8 H 

65 plot.. i7.o il] • 

16 1 19 3 loio 

*«. UlDtpi^mori^ BureiuofUborSUHsl.es, "fmplo^n, ,„< 
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MANIIATORY RKTIKKMKNT AGK CHANGES 

The 1978 amendments to the A*e Discrimination In Employment Act UDEA) 
increased- the Dermls.s.We retirement age for covered employee*, from 66-70 and 
u£™£s ^™deapread speculation as to the effect on retirement trends. 

( 9KSttS*SffiirSfS study of the effect of raising the manda- 
t^Tna^MW haT already been discussed In the Commission's paper, 
••Varices ^fetlreme* Ages." Final result* from this mail and telephone ^sur- 
vey of flras by Portland State University show no wholesale change expected In 
thl tlmlnTof retirement. More than half (58 percent) of the employers replying 
MDecttd no change at all and only 4 percent expected more than 25 percent of the 
aff^emp'ove^to remain on the Job. However, the survey also asked about 
the effect on Inflation and the report concluded : nh»n«*H later 

"In the longer run, the state of the Nation's economy can lead to changed labor 
force nrtSlon rates among older workers If Inflation Is not reduced. In this 
SStnT a™endments 8 may assume greater Impor^nce " 
abllng workers to react to inflation through continued work •. (Copperman, 

"Tit™? 'by Ctariw D Spencer A Associate,. Inc.. of 100 '«rge companies 
found that employers expected ADBA impact on retirement trends to be mini- 
mal Moreover the early retirement trend was expected to continue. However, 
^^enToVThe respondents mentioned Inflation as a qualification ito their state- 
menTevcn though the subject was not In the survey Infin Ion might affect P£> 
ent trends by causing more employees to remain In the work force <»P«icer.) 

Not alf employers have had or do have mandatory ret. rement. Such policies 
are more common among large employers with pension plana Those that did 
have mandatory age* below 70 (usually 65) had to raise them to 70 Some em- 
ploye* have opted to abolish mandatory retirement altogether and the federal 
(Government was required to do en by the 1978 amendments. One study of chang- 
S tKandatory limit focused on an analysis of the prevalence of ^datory 
retirement prior to the amendments and the projected labor market Impart ^on 
those persons covered by mandator}" provisions or policies. Us "| data /rem 
theSoclal Security Administration's Retirement History Survey (RHS). It was 
esHmaTed Sat a third of the workers were subject to mandatory retirement; 
ta£?rf mandatory retirement on lajor force participation wa^estlmated at a 
20 percent reduction. Applying these figures to the *f J^-Vteoe 
waslnferred that there would be an increase of about 300,000 of the work rorce 
65-68 In 1985. This represents a 15 percent Increase in workers over age 65. 
' (Wertheimer and Sediewski.) 

^ AOB DISCRIMINATION 

Mandatorv retirement has been viewed as n form of age discrimination In 
emp^em'and its application has been; plrcumscrlbed by 

ted by certain exceptions and lnten»retatlons of ADEA. But other toraw of age 
discrimination In employment are Kss tangible, consisting ; of wh tehta- 
tinmcc hlrlne and firing decisions. As one industry observer has put it, wnai 
Serofa department isn't, when In need of additional [help looking for a 
2«-vear-old college graduate with 10 years' experience? (Knowles.) 
■ '^o Louis Harris surveys 4 years apart provide Information on attitudes to- 
wanTotder workers on the port of the public and employers. The first nationwide 
surv e rco>X^(l?n 974 was sponsored by the National Counci on the Aging 
a d U.e^nd in 1978 by the firm of Johnson & HIgglns. Some Ident cal ques- 
Vonson Csul/ect 1 of wo"rk and forced retirement were ed o sligh 1yd ffer- 
ent populations. Result* of the 1974 survey are in table 4 and the 19.8 mine* 
In table 5. 

.Seethe rommlwlon's |.»per -Varletle* of Retirement Am for dtocu.-loa of exception, 
below age 70 
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TABLE 4.-ATTITUDES TOWARD WORK AND RETIREMENT, 1974 
fin DOftontJ 



PuWk 16 to 64 
wi»h responsibility 

Statement Total for hiring and 
Public firing (18 percent) 



1. 



l!*!5^^ 



Mtote . 

^pooThoaft^^ vi/ 7 

5. Sinco mam/r*oole 'are i »*dy" to retfreYt 65* « Vi 7m ^ Til Vi - ,',* U-ILl* *: ' ■ 54 



49 . 49 

Cofc WSt^^^ <7ht M * h » nd * A»Vl77^ <a" Washington, D.C. The Nttionj 



TABLE 5.-ATTITU0ES TOWARD WORK AND RETIREMENT, 1978 
(In percent) 

Currant employees Retired Itmployees BusintiMeTde^ 

(l,;g6/ (396) <2i2) 

Statement Airtt ^ m t «»• Not oJ^I Sot • 
Agree giee l ufe Agree gree sure Agree grea sure 

1. Nobody should be forced to retire ~~ " 

Mcause of age, if he wants to 
continue working and is still sola 

2. M^ fc, ^r"ai^iV.U- 88 10 2 87 10 2 67 32 (.) 

against older peopla and make 

it difficult for thorn to find work.. 80 15 5 ™ w, * 

3. OMtr people should be forced to 15 * 75 20 5 41 57 2 

ratlre at some ago so as to open 
up jobs and promotions for 

♦.tCXtt^-iiSfiSSi-tt- M " « » » 8 « 53 , 
pa;fc n as woH on tha Job as they 

did when they wore younger 57 **> 6 61 36 3 33 $4 2 

1 Less than 0.5 pet " 

UMkMi. 1 *"' * ,K - " Am,,,£ " Attl "' J « ^ »*'"•«♦*• ' *■ York. Johnson 4 Hi„i ni 



•h^fw I ° n ,i t0 , Ule 8tatelll 8Pt. -Nobody should be forced to retir? 

fn^ lla f r . large P^-^rtions of the public and business res^nde.'ts were 
2? f^f !!" r > em ^ ln y«" m the s«.-ond question, be £ a: e pro! 

ft?t P S ° Un ? nt eiu P ,oyees 1 - 1978 8 « the total public in J»£ 

^5^i* 5 .t 081 . emp,0J ' ers dl8 « r 'n>lnate agains' old»r people and oak* it 
difficult f„ r them to find work." But In 1978 only 41 percent of the outness 

"mTV*^ ^' «»te»«>t compared to 87 j>erc^ t of he public retook 
slble for hiring and firing in 1974. The difference In the later w»-^n' ftJTtL 

AdTa 0 ^^ aWare f e8S ° f P rohlb »'°»* -SlnV h .w dKlnS^ by & 
ADEA and/or differences In tje business population surveyed 

«.ey can continue to .oerfonu as well. This perception by C4 e « to ofteTci^ 



ERIC 



50 



132 



as one of the main i-easons to retain a mandator? retirement age- i <• . one 
mandator} retirement nge for all employees enables employers to humanely exit 
those who no longer perform as well as Uuy once did One of the other main 
arguments, to Rive young people a chance, is covered In question three of the 
11)78 survey, slightly oier one half of the business leader) and almost two thirds 
of the employees disagreed that older people should b* forced tu retire for tins 
reason. 

These two surveys Ulustrnte tnat attitudes toward older workers and their 
forced retirement are hy no means unanimous. Representatives of the business 
community, however, appear to he more fnvorably disposed toward forced retire 
ment than employees and the general public and less Inclined to assess older 
people as continuing to perform well on the Job. 

II. The Retireme.nt Decision 

There are usually at least three elements present, to a greater or lesser extent, 
in every retirement decision. (1) Anticipated retirement Income, (2\ state of 
health, and (3) .elatlonshlp of the worker to the job. Other factors Iifelude the 
amount of assets that the worker has accumulated, the presence or absence of 
dependent children and the employment status of a spouse. 

RETIREMENT INCOME 

anticipated retirement income has bwn found to be of major importance In 
voluntary early retirements, anticipated receipt of private (tensions in addition 
to social security may be the most Important factor. And the increases In tnrlnl 
security lteneftts during the 1970's. Including Indexing of benefits for Inflation, 
probably has been Influential in the Increasing trend toward early retirement for 
men in the 1970s compared to the lOQO's when early retirement was ♦'rst made 
available. 

As has been discussed in "Varieties of Retire ment Ages," the early and normal 
retirement ages of social security, private and public employer pension plans 
Interact with the amount of the pension proilded in influencing the retirement 
decision. This is most apparent In the <ase of Government employee pensions As 
one recent study comments. "Government employees are most likely to expect to 
retire before 62. reflecting their generous (tensions that do not have a minimum 
retirement age of 02 " (Morgan.) Another study found a * • higher than 
average Incidence of early voluntary retirement among Government workers 
Among whites. 48 (ten ent of Government workers as compared with 37 ;tereent 
of private wage and salary workers were, In this category, among blacks th*' 
corresponding percentages were 30 and 28" (Panics, p 182 ) This same study 
also found that In private emplownent "* * * the probability of lohintnry early 
retirement Is almost twice as great if a man is colored hv a private pension ninn 
than !f lie is not" Fnrthen* ore. M * * * Median (tension iri^rr" Is substantial^ 
hlcher among the enrlv voluntary retirees than among any othet irroup. exceed! nt? 
that for the "normal" voluntary retirees by $2,000, or 82 percent." {Parnes. 
p. 197.) 

Thus, voluntary earli retirement Is definitely related to the availability of 
relativeli high retirement Income (niolimtnri en rl> retirermnt mnj result from 
poor health and unemployment as n ill be discussed. 

Voluntary retirement at normal ages |« a No afle<tcd In the amount of retire- 
ment income mailable and the normal retirement ages of pension (dens and 
sorhil security Rut dMiirentli es to work *on h as the sorinl secitriti retirement 
test and the cessation of ]>ri\ at< pension benefit accruals are also factors 

If KAt.TII 

The state of tlie older worker's health has alwnvs been recognized as a major 
factor In the retirement decision Surieis haie -hit i n tliat poor health can l>e 
rtf (tarainonnt Importanee Yet it (an also be a mh'IaIIt nccet»tnble rea«on for 
disguising dislike of a job or Inability to find employment Disentangling the 
health factor from economic nnd other factors has been a major problem for 
researchers As one Illustration, the statements from retiree respondents " 'My 
health was had.' I was tired of working/ and 'I had a cowl pension" are eonceiv 
abh three different viajs of dc*< ribins an Identical deo-lon process in the cn«e 
of an arthrlth man in a dull Job covered bj a liberal (tension " (Parnes, p. 20T> ) 
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The latter quote Is from one of the most extensive studies of thp mrir*m^» 

;^on°^f h ? ,m,Kll V <Mr 1 »< ^retirement n 1 post roll i4mem |x 

yfrlonce of men oondiieted at the Ohio State t nlvorsity *lth the suTort of the 

th. -I^T . 81,61,1 . of UlH,r ' An im l> or " ln ' P«r of this studv was a T8S 
he route to retirement" including health. Table 0 show's that about h f of 

the retirements over a 10 0 eariHTlc>d were attributable to health 

Table O.—rtoufe* to retirement, 1966-76 
Number of retired respondents * 

Total .percent - - 2,010 

Forced out ]" " '_' " 100 

Poor health _ — 3 

Voluntary 51 

Karly II' 111 '"111 " *° 

Normal " 32 

simej found that among men who had worked in ncrlei iture and t hJ Sn« Sr?.« 

T.Z ,1 r ■J"™ 1 ™"™ 1 I*r de.xmdea. w„s low'- W 

Ihua lae worker « socioeconomic status appears to be related to health a fal ,,« 

shorn iHhT^' sur " rl, :"" t , " nl »"*>«" remains M,eh an « „' m t factor a» 

shown by the surveys when overall ircner,,! l.tmiii. i„ i I"' 1 r 

1st Increasing A 
Training Report 



irveys when overall K ener«| health Is Improving ami longevl y 
possible explanation Is discussed in the 107K • Rmploymen* ami 
of the I'resl.lenf as follows: ' 1 

10,(1 Ifor exaniKe^show that over (10 percent of 4.-5. to " ivertr „l, 

l/is hnn Ifl percent of them reported any Intention to seek anotbc- Job " „ ~ 
fee „t the major factors in retirement Is ,H»or health the tren I I tmvnn | EE 
(departure from the labor force cspcelall, \ nmaK nieri over M hut also onion? 
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Aslufted 7'*"" 'I'' ' l T' , "" K ,n r,,tir,> «" ">*">« » J ol > In the later jenrs 

p , Ire ^^^^,15 ^ 

of Xer ?o EM ' 1 h '" " rPs< "" rp,lrp """" *"»<»'<l I* retained 5 mX^MU 
of older workers Improves „„,! there -.re more Job opportunities ('on me « on 

cr^^^StW^'. ^ * ,f •"" ' nrh -'-~,„s 

^uTnSrtr ,,, "" , "" <>} """" «• ^« cairfi 

»h«!"^'." !,,r- T. hW i n "° rk " r • <llo " l,1 r, ' !lrp , "'" pr ' Is »">"v interrelated factors 
M at -ary greatly iron, one Individual to another For example beennso „? 
Phymral demands of the job. the retirement .bn lslon of „ InlXr o a c oaVmlner 
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may differ substantially from that of a whlte-tollar worker I Hiring their later 
working years, many older workers flntl the pace of their Jobs l>cy » it I t heir phy<1 
eal ability. lairge numl>ers of them also suffer from chronic ill health 

"The social security program needs to be modified so that the retirement 
decision to a mtiih greater decree would l>e nn individual one based on «»nes 
health, employment prosper ts. Income, ami the nature .,f the Job Among needed 
changes lit this regard are a Iil>erallznt{ou in the stri* t dejUtilb n of disability 
for older workers after ace 50 or .15 mid provision for n less fh.in the present 
actuarial reduction in benefits for workers who retire prior to ago C5 

Recent lyr'unich discussion bus oentere<l on proposals to raNe the age of eligl 
blllty for social security benefits as n way to reduce the cost of The program 
Raising the age of eligibility for full s«ninl security benefit* would ^ave the 
sysuuii money but would break faith w Ith workers who have paid taxes all or most 
of their lhe.son the assumption that they woulu retire at a specified age on full 
benefits. Such proposals would also I* at the exj*'iise of some of tU$ |»oorest 
and most deprUed « »f our older citizens those forced out of the lal*»r market 
because of health conditions or unemployment The solution W efTectlve eco- 
nomh policies that will ennhU people to work The result would be more income 
f«»r the trust funds and more older workers remaining In and reentering the 
labor force based on \oluntnr> choice and not economic coen i >ti i <«>idmnii t 

While unemployment Is undoubtedly one factor In the retirement decision, it 
would so<»m that other factor* are operating when unemployment rates for older 
workers are compared to labor fone participation rates I "harts \ and 2 compare 
unemployment rate** and labor force lairt'cipation rates for nales and females 
.1.1 04 during the years 1MI-79 

Chart 1 illustrates how lal»or force participation rates f<r males have In- 
xariahly moved down while unemploy no nt rate* ha*e fluctuated, ranging from 
almost (1 j>ercent In 11*11 to le«s than 3 percent In Hi>0. Female ,15-414 unemploy- 
ment rates ha\e roughly jwiralleled the moxement of male rates ner the same 
»,*. ... t! but chart 2 demonstrates a far different pattern In labor fore* part id pa 
ti««n rates The underlying trend at the In ginning of the period wan fur Increased 
participation whntexer the uiienioioyment rate This trend peaked in lOfit) and 
started to fall as unemployment r »e although unemployment was mm at a \ery 
low le\el The participation rate reached a low point in 1071 and rose thereafter 
(iesplte the climbing unemployment rate. 

('harts 3 and 4 show the relationships !»etween the lals.r force pnrtjc Ipatlnn 
rate and unemployment rate for males m,,! femnles 0V> and o\er Here, again 
participation by males has uioppcd almost steadily downward whntexer the 
unemployment rate although parti* ipation has shown sign* ,,f stabilizing at the 
20 percent level "\«t the last I tears Chart I shows how the relatlxelv lou* 
le\el of participation at the l>eglnuing of the j*>rlo«l had dr"i>pe<l even lower 
by the end of the pc* .ikI. but apj>cnrs to Ian e stabilized sim e 10"* 4 at the * percent 
rate 
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Chart 3 



LABOR FORCE PARTICIPATION RATE AND UNEMPLOYMENT RATE 

Males 65+ 

T 1961-1979 
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Chart 4 

|>BOR FORCE PARTICIPATION RATE AND UNEMPLOYMENT RATE 
Femates 66+ 
W6M979 
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Source: U.S. luruu of L»bor St«ti«tlc«. S«« ch«rt I. 

The preceding analysis does not .show a clear cause and effect tot ween unem- 
ployment and older worker participation in the labor f..rte. Obviously other 
factors are involved. 

A recent survey has uncovered another aspect of unemployment and retire- 
ment. This analysis snowed that large amounts of unemployment discouraged 
early retirement, perhaps forcing additional years of employment to make up 
for financial losses due to unemployment. « Morgan. ) 

OCCUPATIONS 

The tvpe of work and nature of the employer are also factors in the retire- 
ment cifH'i«ion !**tm»iin who are M'lf-emp'oyed in small businesses or professional 
practices do not have any institutional pressures to retire and have more control 
over their working time than those who are employees. Small firms tend to not 
haw mandatory retirement ages or pension plans while larger firms have both 
Persons In occupations such as college teaching are able to have flexible hours 
and favorable working conditions which encourage later retirement wh 1e blue 
collar workers in factories must punch a timecloek and may have other con- 
"tramr* and less favorable working conditions which encourage early retirement 
The Ml* Harris survey found that the type of employment Is a major factor 
in attitudes toward retirement The »e1femplow>d are more Ukely than either 
hiMirh viugt worker* or ^ibmed workers to want to lontinue working as- long 
as possible In total. 71 perrent of the self-employed would prefer to hold some 
type of job instead of retiring « npared with T>3 percent of salaried workers and 
YZ percent of hourly wage worker* who express the same view." (Harris, 1U<8, 
V 14.) 
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MANDATORY RETIREMENT 

from ? the *? tlon ' tot liftin * «* the mandatory retirement age 

from 65-70 is not expected to have a great impact on the labor force nartirinatinn 

mi^ f K° ld t t r T 1 ^, 88 grained by recent studied PasT experience S 

f4 h^o L?% l0 £^ Udlnal Study ' has shown that relatively few male olde wort- 

by m^nda^v Si" 1 ; T^J? Sh ° WS that only 3 P erce "t were K out 
Dy mandatory retirement provisions. The study concluded • 

It appears that very small proportions of retired men over 65 have h«»n 
%Z «,hw 8 ^ f m ? nd ? tor y retirement. Of the minority oTl"l employed men w£o 
i«^m«» 0 « U K h ^ D8, lai ? e P"P°rttoM either retire prior to the mandator? 
SflU^ virtue of health Problems or by choice, or are not inclined 

work beyond that age even if it were possible io do so An important rea-on 
is the increasing liberality of private pension plans, which anTmore likdy to 
exlsMn conjunction with mandatory retirement than in Its absent (Faroe? 

WOMEN OLDER WORKERS 

f w„ Sl J 0Uld 06 n0 ^ that women were not '"eluded in the Pflrnes survey and 
™„'Y gCnera i L aCk ° f lnfora atlon on the retirement decisions of older 
women. A survey of the research on the retirement decision states • 

ma/reflSt Swrftf? °f studies T retirement vision °f older women 
maj renect a belief that for the cohort of marr ed women currently at or ni>«r 
retirement age, economic and health factors are not responsible for the Inn*, 
tSSLZffi SUCh a " ar f lment expliClt,y ""derlLs th^ exclus o n fSJf & 
MOTS o4i , ™7„t" Ur r ey ° f marrie< i W °i5 e " respondents. According to Irelan 
MOT3. p. 4), no interviews were conducted with married women because "nre" 
Uminary fleW interviews made it clear that for most married wonien of this 

work™ A^honi^'' haS ,li ttle meaning apart from their husband's stoppfng 
J* k l Although this may be accurate for the majority of women in that co- 
hort who have no labor force attachment, it is not necessarily the ™» fnr «,« 
substantial number of o!der women who do « a Ha^body 0 ?*m5riSl 
research on the determinants of the labor supply of younger married I women hn, 

factors than that of men. There is no reason to expect that economic ^factors 
Research T °' der ° f W ° men " (M«themXa Policy and" 

,.Z!l e } 9 l 4 Harris survey elves us Rome information of the importance of eoo- 
" '* r8 to women workers. When asked what they would m°ss most abZt 
the Job, "money" was the most important fa-tor to males and females ?S 
and the proportion choosing money was exae-y the arae-42 "nerceTt A htehtr 
proportion of females than males in the r -J4 grom^Oto & ^rn«n» 
money Only in the 6f,and-over age group * as money" .holen by a 
tion of women-27 percent-than another factor, 30 percent of ^^n" 
workers felt that the ■'feeling of being useful" wJVS ta^SS faXr" 

III. Disincentives to Employment 

After becoming eligible for social security old age benefits the hiacott rtlo 
Incentive to work Is the retirement or earnings test. The test reduces benefits 
for otherwise qualified old age beneficiaries' when oar ningsYo at ove a cerrain 
amount Since the purpose of the social security benefit is to replace earnings 
stt„.ca„ S e of retirement, the test | M „ R ed to determine who is reMred The te !t 
does not take into n< -omit any other income since (according to the rn lonale 
for he est) ,hnt would change the nature of social se^rltj from an eaS 
related Insi.rnnce program to an Income tested program earnings 
Originally no earnings were permitted, hot (he earnlnirs test has been erndn 
nllvjib-rnlized to allow a small amount of earnings wilnou T4s of Ceflt By 
, tt T?"', W V '•' 3 -T n *' reduction tor every $2 earned thereafter 
" 'Sji drnstlcalh- liberalized the test, doubl in th ? o" m pt amount 

for arsons « nild 0 *er and lowering the age when the tea? no K 

•l«%MlST«y5.w ° r - rn ' nK " teSt °" " lflBb,m> ' """^'""a '« <"-"»«*d >n the (.Wis. 
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Current)). 1* persons ages 65-70 have earnings o\er $5.<XK>. $1 in benefits is 
withheld for e\er\ $2 earned a (hi\ o the limit For person^ (»2-tJ4, the limit is 
$3,720 and there i"s mi limit for persons 72 ami o\er Age 72 is scheduled to t>e 
reduced to 70 after HIM, The exempt amount is scheduled to rise to $5,500 in 
H>hl and $0,000 in U>S2 Thereafter, the le\ei w ill he adjusted automatically in 
accordance with a\erage annual earnings as is currently true of the le\e' for 
persons OlMH. 

The fact that thr test pro\ ides for a $1 reduction for ever) $2 earned ahove 
the exempt amount results in a r>0 percent tax rate on these earnings This, it is 
generally recognized, results in a powerful work disincentive As one study of 
middle- and upper-le\el retired managers and professionals found. "Many of the 
respondents will not e\en consider lucrative positions heeause social security 
earned income limitations and the resulting hea\j marginal tax rates ore such 
an Irritant and a dlshieeiiti\ e " (Crnj and Morse ) Other studies ha\e show:* 
that retirees tend to limit their work effort so that earnings do not exceed the 
exempt amount and the exempt amount is \ iewed as an earnings ceiling hj 
main older workers (Hacking) Thus, the effect of the test is to eliminate 
some workers from t lie hihor force altogether and place a limit on the part- 
time ea rnings of others 

WORK YtYOHT KSTIMATKS 

Just how much work would he stimulated by the remo\al of the test is a 
suhjpet of some coutro\ers\ iu\ohing no? only the suppl\ and demand for per 
sons *5T> and o\er* hut also the importance of the test in the retirement derision 
Tins is difficult to determine either theoretically or empirically A re< nit fmahsis 
looks into the prohalde response of working iu«ti\ iduals ages <m 00 and those 
of the same ages who are retired. The study assumed no new ImviitiwN to hire 
older workers and is a 1-vear estimate 

Table 7 presents 'he results of the study in terms of additional earned income 
ami social security i < >.\Sldii ) pa\ roll taxes resulting from elimiu iting the teM 
Tattle S shows the number of workers ami the im rease not onh in OASIfll! 
taxes but indiwdnal income taxes that would resu'. from additional full time 
employment of workers who would otherwise be fulh retired The number of 
workers is an estimated 10 percent of a group of ret 'red workers in 197N with 
recent earnings abo\e tin* then retirement te-t veiling of SI.500 The authors 
note. 'The Mdectmn of 10 percent as an upper boundan .is the proportion of 
the select gmup of retired workers aged fl" 00 (including retiring workers aged 
0r>> who would continue hill-t^n* emplov ment is a personal judgment ' MJor- 
dun and Schoeplein > 

TA8LF 7 -CHANGE INEARNtD INtOVt AND 0ASDH1 TAxtS AFTE*? SLIMINATION OP Rl T'RFMLNT TEi>T, WORKERS 

AGES 65 TO 69 

ff stimates in thousands] 



Change in - 





Earned - 
income 




OASDHI taxes 




Type of worker nt 65 to 69 


Total 


OASl 


01 


HI 


Total 




5678 614 


5463, 382 


583, 561 


5131,671 


Current worker 

Ret»red woi*er- lO percent of selected 
*or*4rs 


51 035 358 
4 C28 933 


118, 736 
039, 873 


94, 734 

368, 643 


17 083 
66 478 


26 919 
104, 752 


Percent of change <n tim 1 




13 4 


9 15 


1 65 


2 6 



i Based on 1982 combined employee employer tax rates 

Source Josephme G Go'doo and R't-e't N Schoeplem Tax Impact f'cm lUn., iat.on V the Rectemeit Test * Soci3l 
Security Bulletin. Septembe 1970 table 2 
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(Estimate in tftousmdsj 



IneomttixMini status SOU* jncom « 

Total 



work.,.. inam , a K25?l 



M.,^p,^f^ ^_ ■ ; ■ |«.000 I.S4.4JI », ; ,3o 

i . 1*1 cn comblnod tmptoyw-tmptoytr tax rate of 13 t oa^.^t 

riT ,e,u? r 01 a WiSi'sa ,.„,.,<, tnd hMd , „ h3UJ , hold , 

Atfl&Wffi > '»"»•« «°"> H™.**. of «h. R.,„. m , nl t,,,.. J*,,, 

ing the test. The G dor fschceplein sfudv Yn 6 "' ,he cost -° f re »»»- 

retirement test for workeraTZ y concluded that elimination of the 

million in payroll taxe^nd IT^unTmfiito", 'VS ad 1 <1Ul0 " nl * 67a6 
This would offset 70 percent of th * S 'I Mill™ m L» i « Ie ? e , r !' lnCOme ,axes - 
istratlon has estimated It would I «w t« Ii? . 1 / the SociaI Security Admin- 
to all eligible person! ,„" 0 are working eliualnate the test and pay benefits 

of the retirement teS^ < est 

the eff^ 'The^reurement" "St" ^"{L'worl?^ *? T? 1 *" t0 any e8,iniate " f 
is the panel's judgment-Id If Inf. \ eff ° rt 0f ,he el(lerl >-- However, it 
to belleVtliat n Tr^ 11 ™,ld,l* unwise 

could be recouped from ncren^ed f ravrolf ™S ° ,a ' °° StS ° f r, ""»° v '»R the test 
to conclude that recouped revem.es Si™ a~ , " C0, " e 'J 1 * ^''"'tlons. In order 
of removing the test I is , L~IZ lflean f, Iy exceed ° n e-third of the costs 
would be rtfuceHn^ iVT^^ totally retired population 

the test Is that Important to tbe^eV^.m»n? , , t . It Seems ,mrd ,0 1,eIiev e that 
third and perhaps TutUol 5 tTwT^TtfZ TJ "f ' han « ,ne 

mold to iwonped as the result of Increaart effor, - , I ,? ofil ' t tlie ,est 
Social Security, p. 355 ) "'treabea *<f k effort. (Advisory Council on 

offortVlTe^ estimating the work 

>*t'.»ntiD« other e« the retirement test. 

^tL^r^dltionn, „ ork Pffe ct 
The National Retlm Tochers ZzXt™* h "? ° ,,ler economic effects, 

tired Persons. |„ present ing Testimo,^ ?n m L^' ' A f er 1 ,can Association of Re- 
the abolishment of the LTsWted that Commission which In part urged 

time haL' f e^^^ -»*H on a part- 

product that would occur wo hi oxcml a e *oT, '"^T" '" Kross " nn °» nI 
Administrate recently estimated ^ul L fL " V"" ,,K> Soclnl Sp<,llrit >- 
test for arsons age <Ba„d over " ( HnVking.! nn " Unl 0081 of rpI ™ !ln K «"e 

i 

EQUITY ISSUE 

aS^Hh^S^ ■» pm ""™t incentive, 

which need to 1* brle „y "So^^ 
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Is on grounds of equity As the panel of consultants to tin? Adusurj Count jJ 
states : 

*It is \cry hard to eoncoct an argument for the retirement test based on 
equity. To tiie extent that sin iul sectiritj can lie regarded as either an income 
maintenance program or as a program that insures the elderh against a loss 
of income, it is iliogiiai to argue that earned income should reduce benefits 
while \arlous types of investment income, including pmate pensions, should 
not." (Advisory Council on Social Security, p 356.) 

The fact that earnings cause reduction of sociai seeuritj benefits while other 
forms of income do not is the principal reason that retired persons see it as 
unfair and why Congress has frequently liberalized the test As the largest 
organization of retired persons. NRTA-AARP, has pointed out : 

"(Jiven this country's historical predisposition to the work ethic and the fact 
that the onlj income-related means test Imposed l>y the social security sj stein 
Is on earned income, it ought to he clear whv the test is so unpopular among the 
elderl\ and why it is frequently the target of congress! mal proposals " (National 
Retired Teachers Association American Association of Retired Persons. J 

BENEFITS TO HIGH INCOME PERSON b 

A major reason for retaining the test is that reinoWng it would primarily 
benefit relatively higher income persons The funds which would be used to pnj 
them benefits while t hey are still working eould he better utilised tlsewherc 

Those who arc working, of course, tend to hate higher incomes than those who 
are not sukt most pensions and social security replace onl> a portion of wagi 
or salary income. The report of the Advisor} Council notes that 'Kstuuates 
based on 197b data mdiuite that where a worker aged (15-60 is affected b> the 
earnings test, total income for louplcs is almost twice- and for single persons, 
three tunes- the income of those not alT.'Cted " tAchisorj Council on Social 
Security, p 183 ) 

Howe\er, there are many persons affected bj the retirement test who are 
working onlj part time and either hold do»\n tiieir hours of work or drop out 
of the labor force altogether because of ih< ceiling imposed when the earnings 
test begins^ to reduce benefits Soim persons also fail to report eat mugs be, a use 
of the test\ In addition, surveys have -diown that pi r sons with low retirement 
..it*s teriU to want to return to work mure than those with higher incomes 
The 1974 Harris surwj showed, for example, that Ki percent of persons aged 0T> 
with imome^ under ."s'i.OiK) and who are not working would like to* work coin 
pared to 31 petrent fur the retired population as a whole ( Meier J 

Thus, there ah*Johor force dropouts with low ituomes who would be benefited 
as well those \VlJth high income;, from earnings who would benefit from 
abolishing the retirement test. 

- ADVISORY COIW'CII. DECISION 

Since the l!VllrAdUsor> Council on Social Security has carefully n viewed 
whether or not to retain th»' retirement tot. It is pertinent to renew their rea 
sons for retaining the tost . The majority of the council : 

(1> Decided that other piogram Improvements should take priority <j v « r in 
creasing the exempt amount 

l- 1 Agreed that concerns about work iitt'>utl\cs had some \alidit\ but that 
elimination of the test represented a low-prim It} use of funds 

u'{» SupiMirted the continued application of the test to earnings onlj 

Kour lueiubers of the 1.1 member council presented a supplementary statement 
on t tie need to phase out the earnings test They concluded that the retiremmt 
test can no longer be supported on a strictly logical basis and 

The onlj real justification for continuing the test Is the fact that the onlj 
persons who are reft 11} hurt by the test are persons whose imoun is quite sub 
stantial in relation to other !>eneflcloiies T< elimlnu.e the tesf would cost about 
$1 billion per >ear and when fund-, arc so tight there an mans other benefiuaries 
whose need is more desi>erate The retirement test reollj should Ih» phased out 
over a period of yeors " ( Ath Isory Council on Social Security, p 239 ) 

Six members of tin #, oumil signed a supr»Ieinentarj statement on liheraiizing 
the earnings test stating 

We agree with the majorltj of the coumil that it is probabh undesirable to 
raise the amount of earnings that an individual ( 'Mi nniki and stiil re* eh* social 
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TABLE 8.— PROPOSED PARTIAL PAYMENTS OF BENEFITS 
[In ptnantj 



Aft Indepindtnt timing* 

— z . ofrttirtmint limititlon 

c>io 64 ~ " ; 

66:;::;::::::::;;:::::::;; .*.:::::::;:;::;;;;;:;;; « *g 

g -.-:-.:::::::::::::::::::::: 50 53 

61.. . " ».-.. . 45 re 

w — :::::::::::::::::: ■ So « 

wwtfovir r — 25 



WAGE RELATIONSHIP 



raise the test as has teen done <thJ™X?% f^:, An , alternat ' v e Is to simply 
of on an ^^l^^^^^^^^X *»* w,th wa « es ""tend 
those ages (KM>» but these IncrS w™?d i^7'^ tmnuea after 1982 for 
thought desirable to encoutaee morf tX,^ n \ a H 8 ?. 0 ' ?8 ' 000 - If lt waa 
could bg raised to one half the XragTw aK e oT^V £?' eXempt 
population 5 and then Increased fai walls ta£^^i7,.°L^,& 0 W workln|r 
formulas could be devised relatlne U.e «S iB f ,s 0nly '» U8tr aUve ; other 
-desired labor market effwts earnings test in a more* rational way to 

W.X EXEMPTION 

of social security beneflte- * Commission to Induce later receipt 

jsssz&rgz s ss?y&ft sr 0 * ssr- age 05 

their social security benefits If' to kKhJ? ™ earn ? 1 ,ncome ttaS; 
off than If such peopl T did retlrl in fhnf o ,l Tue S enera Jisc may be no worse 
Indeed, the flsc might be better off ttSL 1 ke .amount *6uld not be taxable, 
income.' (Not everyone who retires is ^JXSm t? the \ T , other ta * aWe ear " ed 
^^Mlrb^MtutM^£X^7^Jl , ^ l ^ urlt y *"nd would 
the effect of a partial general .^Sue ■i?Sii5,«f C ?f h b * ne{lta - Tnls devica has 
tapping general t^^X^ l^^^'L Jftft ^. tl,0ut a «*» aI & 
tho nontaxatlon of Income eu^tJ^^^^*,^^ decl,ne b « au8e of 
the Inducement. In any event tWs dfvlc. ^.m= n™? uW k ?'°/ k aad earn wltl >°"t 
retirement test. Indeed, Umlrht te wt to^l P .^ toM ?. t ? a relaxa «»n In the 
relaxations of the test/such P^^^^^^fw P a * 

DELATED RETIREMENT CREDITS * /V 

•JSottss: rthof e 8 wWa e y a air "r 18 ! 

awardedjor each m0 nth ^^hTSSSftg afe, tow'e'S^y 
• $tO,0?S for those 2^-64 in 1978. V^' 
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awarded up to age 72 when benefits are paid. regardless of work (due to be 
lowered to age 70 after 1981), 

It was not until 1973 that the social security benefits of workers who postponed 
retirement Ijeyond age 65 were given any additional credits. This was added in 
the interest of equity for those who continued to work. In the 1972 Amendments 
to the Social Security Act, the primary insurance amount was increased by one- 
twelftk percent for each month in which receipt of social security benefits was 
postponed. The 1977 amendments raised the delayed retirement credit from one- 
twelfth percent per month (1 percent per year) to one-quarter percent per month 
(3 percent per year). The 3 percent retirement credit begins in 1982 for people 
who reach age 62 in 1979 or later. For people who reach age 62 prior to 1979, the 1 
percent annual credit continues to xpply. It is estimated that in 1983 (the first 
year the increased benefit reflecting the 3 percent credit becomes payable) 100,000 
people will get higher benefits and $15 million in additional payments will be 
made. {Social Security Amendments of 1977.) 

Raising the delayed retirement credit in 1977 was an attempt to offset the 
effects of changes in the benefit recomputntion provisions* to encourage workers 
to.remain in the labor force. Ho wevec it is still relatively weak work incentive. 
Although Congress recognized that aVpercent increase would be closer to an 
actuarially fair benefit increase, it was Ttelt that the social security system could 
not afford to pay credits that high. AccorcW to a background paper prepared for 
the 1979 Advisory Council on Social Secuy ty. the estimated cost of the delayed 
retirement credit is .03 percent of payro\LJbr every percent increase in the credit 
If the credit was raised to 7 percent to stimulate additional work effort, this 
would have required an estimated $100 million in increased taxes in 197?. This 
does not take into account, of course, any addition to OASDHI taxes or income 
taxes because of additional work effort. 

PENSION 1 DISINCENTIVES 

Outside of social security, retirees with private pensions are sometimes pro- 
hibited from working in the same industr> or trade, particularly when the pension 
Js under a multiemployer plan. Prior to the passage of the Employee Retirement 
Income Security Act (ERISA) forfeiture provision^ in salaried plans which pro- 
hibited working for competitors were fairly common but were rare in collectively 
bargained plans. But, particularly in the building trades industry, there were 
prohibitions against working in the trade after retirement. This followed the 
principle that the retiree should be prevented from competing with the active 
employee for available work. (EBPR.) 

ERISA* however, provided in section 203 that an employees right to a normal 
recrement benefit is nonforfeitable upon the attainment of normal retirement 
age ERISA did allow for suspension of benefits if the retiree became employed 
by the employer who maintains the plan or "in case of a multiemployer plan, in 
tho same indus^y, in tltf same trade or craft, and the ™™ e *"™Mc*™ 
covered by the plan, as when such benefits commenced. (Section 203, 3 B nY 
The Secretary of Labor was directed to prescribe regulations to the above includ- 
ing the meaning of the term "employed.*' ' 

Proposed regulations were issued December 19, 1978, but never became finaL 
Under the proposal, a retiree may be regarded as employed for purpose^ suspen- 
sion of VeneflN if an employee completes 40 or more hours of service in a calendar 
month ThT regulaUon also dealt with the rmount of the benefit that could be 
rsnencled and a definition of employers widen maintain the plan as well as a 
definition of multiemployer plans. To date, this regulation has not been , made 
flna Nevertheless, it is apparent that ERISA permits suspension of bene! itsfor 
Z ^retirerupoiireemployment only under limited circumstances and ft**** 
iincta ^ multiemployer plans if the retiree is reemployed by an employer other than 
the one previously worked for. \ 

•The benefit recomputntion procedure nUo™(n wVor v"ar fftt 

indexed. 
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FEDERAL EMPLOYEES 



/^iSJ^! Federal Government, Federal retirees who are recinnloved hv rh« 
te'S tneIr pay «»• amount oMh^ann .uf received 

™ prevtfc ^K.£ Q ,"- tIme ^° rk/ I° su PP'^«nt retire™ nS but 



PENSION ACCRUALS 



* As was discussed In ine Commission's working pai>er ♦'VarlotlPs nf Pam™ 

cttempt to addrcsstot .the c. ^^r^enM^„m„T ISSi °1f rs In Apr " 108 °- whlch 
to change, m dtafti^ thesl S ?he FFor T" ?" ^P' 0 ^™' objections 
ERISA regulations P">P°saIs, the BEOC has stressed consistency with 

(bWlSS^ ^ ° n ' <n) deflned con ^but.on Pl ans, and 

tlnffi ffSSH who^TmnSl'''^^ P J anS W ° U,d be ^ ulr « 1 ^ «*. 
retirement age to > meet the .eneflt M»f, W £!i£j! r ? ^ suffic,ent nt nwmal 

according to. tho established p!„r "goal" adequate funds t0 Purchase benefits 

(bj Defined benefit plans would be' rennirpd rn „ .„ . 

normal retirement age and woulc nermitW^ri™ y «? rS 0f servIce a;tter 
those entitled to a fullv S »JJ2*. ^u tlot l, of ,,en ents accruals only for 
have two aUematlve LpprSSw The fl^nK',. ° ther «^"^«"ente would 
employer adjust fttunrtally the benefit ^,31^ ^% wouW ,»«m»« that an 

eSo^^^^ *«« »■« no 

to bo handled under teM«SZ^M^ n ^ ft ^ continue 
filed by, an I ndividual ^preeffl" WBKS 

•^•""WtiSSW t6 P«»»W* P*n»lon or retirement 

Thermay nowbeeicM! rM ™ ° f normaI " ti *™*t «». by two alternat!v?e wa"s 
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based on the employer's failure to award credit for service after normal retire- 
ment age. It is the UAWs position that this action Is prohibited by the ADEA, 
and it is possible that a suit may be filed to this efTectJ If ao, a court decision may 
affect the interpretations of the JjiDEA. 

As discussed in the Commission's working paper, "Varieties of Retirement 
Ages," a research project funded by the Administration on Aging to assesss the 
Impact of the ADEA on the business" community surveyed employers with respect 
to pensldh accruals. » , 

'♦Fifrv.nine percent of the firms in the sample Indicated that their Pension 
plans permit pension benefit accruals after age 65, These firms employed 84,738 
workers. Another 7 percent indicated they expected their plan to be modified to 
aIIow48Uch accruals Thus Ge percent of the firms will permit pension benefit 
accruals after the normal retirement age in the near future: Permitting accruals 
was not. significantly associated with either organizational size or industrial 
classification. A . . _ m M lfl _ 

"Of the flms which will permit accruals nearly three-fourths will provide 
service credits, wage Increases and/or continued contributions to defined con- 
tribution plans after the normal retirement age. The provision of wage increases 
will perbeps have the most significant effect on eventual retirement income for 
persons to defined benefit plans. This provision Is significantly related to the 
size of the firm with larger firms more likely to permit wage Increases after the 
normal retirement age." (Meier and Dittmar,) 

A studv conducted by Towers, Perrin, Forster, and Crosby found 57 percent of 
the respondents froze the pension benefit at normal retirement and 20 percent" 
x of the plans allowed ad&^oaai accrual of benefits based on both earnings and 
service after Iha normal retirement date. Towers. Perrin, Forster, and Crosby 
comments, however, that the responses probably reflected pre-ADEA practices, 
rather thar* conscious policy in this area. • 

Thus, it is apparent that the post-normal retirement age pension accrual Issue 
is still in flux with employers, the regulatory ngency and the courts still In the 
process of makiwg decisions. (Towers. Perrin. Forster, and Crosby,) 

IV. Employment Incentives 

While most people retire willingly, others become discouraged workers when 
they become unemployed and can't find a job. Other persons for health reasons 
feei that they^can no longer hnndle a full-time job. Still others want fc have more 
leisure to explore different interests. These types of workers may retire pre- 
maturely; some would stay in the labor force, it has been speculated, if they had 
more opportunities for employment, for alternative work patterns, and for differ- 
ent types of work. ..«..«. « 

Economic reasons for encouraging older persons to remain- In the labor force 
longer include decreased pension costs. Increased tax payments, increased pro- 
ductivity and the projected need for more older workers as the number of young 
entrants is declining and will decline further in the years ahead. Benefits for 
older workers include the right to choose whether to work or retire, continued 
employ w&nt opportunities, earned income, positive feelings of self worth and 
- job satisfaction. 

ALTERNATIVE WORK PATTEBN6 

Phased or Gradual Retirement 

In various forms this policy Involves a reduction in worktime and an increase 
in leisuretlme for older workers. Phased retirement offers both psychological 
and ec^non * support to the employee approaching retirement. Emplovers retain 
the skills and productivity of older workers and may reduce co«rs associated with 
early retirement. But few employers presently offer phased retirement programs 
% in the United States, In a recent studv of the impact of the ADEA amendments 
* 7 percent of the respondents in a mail survey, indicated thev had implemented 
phased retirement which was defined as a policy which allows a qualified worker 
to receive a partial pension while receiving partial wages. Another 2 percent were 
beginning to implement such a program and 15 percent were considering the 
policy (Copperman). Another survey of members of the American Society for 

• Th* followinr diseii*»!on la dra^n Primarily from a anoetat analyst*. "In the Wak* of 
the APR A Amendment*/' prepared for the Comm!«*ion *T Lola F. Copperrrtan and Fred 
P, Keast of the Institute on Agin*, Portland State University. ^ 
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F. e J[f 0 . n n nel £ dmln kt">y°n found that only 15 percent of the respondents have a 
- tapering off program In which at least some employees can reduce wo AUme as 
they approach retirement (Bureau of National Affairs) . as 
h^J onov, '} a ^, tvro P r0 &rams P«»vlde examples jf how phased retirement might 
be implemented In practice. Teledyne Continental Motors 'pf Milwaukee, Wis has 
developed a Golden Bridge policy which enables employees reaching age 58 wUh 
™i5S?„? X , MrS 01 awredited employment to receive 160 Vxtra hours of pa d 
vacation during ages 58 to 61 and 200 hours for persons ages 62 to 68 This Ume 

I^M? f ?*# leave ' lQCOme W lblc a ' end of the year of reUr^lmen^ 
or Ofmmthb Installments after reUrement. Employees continue to receive fring? 
benefits while participating In the program (Walker and Laser). \ 
i An . 0 * h e r type of program is seen In the following case study. In 1076, Electro. 
^ilf CUtl T nSU ? ?) ' devel °P ed a retirement transition policy based on rWsw 
n7«.iiflrt WOr ^ erS f «J? eCr ? 8ed . work honrs and the nee d ^r the fir£ to retain 
^, WOrkerS ;i nder i he guidelines of this policy, Individuals with 5 years 
of experience and 60 years of age could elect to reduce their workweek for a 
™ u u initinZT? f " ne f essar y- quests for work educTlons could 

frffilmf^S 8 !.. l n J°» b assignments; e.g., If a supervisor whose job .required 
full-time work wished to reduce his or her hours, the employee's partition 
would be contingent on the availability tofa part-time job Tile av^Uabil Uy of 
flre^ctext! ^7 C0 . n8idered a pro * em ln the tight labor market expanding 

finn^n^L'S.i'l 6 Program would continue to be eligible/for benefit pnrtlclpn- 
t £ i 8 < ame J', a ? ls ^ re ^ lar employees. Where eligible earnings aeterm ne 
P8 , rt ' C Pa x> tl0n : the employee's participation would be based on the 
2fito4 ^l"l en f 0t benefit8> whlch were fronl a d eflned contrlbut on 
wfrereuu^^ DOt affeCtCd alth0U « h contributions 

The number of participants hns been relatively few— ranging from 5 to 10 
S^lit^ w °£ers-andmostly skilled production wUerHut tto™ | 
tlclp , ated would have reared completely without the program. Particl- 
a * , haVC enr ? Ued ln . tfae P™8«™ order to Increase leisure activl- 
Utes wnlle remaining act ve In the field of work. Noce of the participants have 
itnjed beyond the normnrretlrement age of 05 although, somewhat surprisingly 
. there were other employees over 65 still working full time. *>uninsingiy, 

Part-Time Options 

n< A l th « ugh , U . has b ? en . '"unrated In the previous case study that those over ace / 
65 continued to work full time, significant numbers of older workers may prefer I 
part-time employment to full-time work. In the 1978 Harris poll 2^ percent of 
the retired respondents and 23 percent of current employees MmpltfSated 
Srris e i078°) Pr " contInued p&It - tlme employment to full retlreS! 
There are various possibilities. Older workers may switch to part-time em- 

S employer ° r be « In pait - tlmc ™ rk «««« a Si employer. 

Part-time work can be either permanent or temporary. Job sharing between two 
£Sn H U t Bl " , ma> ;. bC """^ f0r P erma nent part-time employees. slV emproye« 
keep 1 sts of retirees who are available for work on a temporary basis Others 
may utilize temporary help employment services. 

The cntegory of permanent pnrt-tlme workers is one of the fnstest erowlne 
segmen s of the U.S. work force and Includes all ages. In 1978 I TncfudKsf 
w ^'Vm" peop l? maInly WOmen ' < M °"'*on.) The ADEA impact survey found 
h£ „ P f:"? k e °P tlona were the most commonly provided alternative work pat- 
£?h£h£K£ he responding firms, with 22 percent of the firms having Implemented 
Of beginning to Implement p&rt-time options. Only 50 percent of the employers 
. were not considering adopting such policies. Copperman.) employers 

nart flml e v« ^LT^ 2 °»\ ai ? the mo8t llkelJ, of a » age groups to work 
part time. Nearly half (-10 percent), of all those age 05-plus In the labor force are 
S Par', ^e rate of part-time employment afcmng he Kus h a s to 
(McCo^nell ) decreases ln t,ie overall employment rate of this age group. 

fl^ ie ft-i U i^?V 0 ' Part-time workera may result In considerable benefits for a 
firm. One study found thnt the most frequent renson for not seeking part-time 
help Is concern about worker dependability. Potential turnover and absentee 

6G 
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worker When an employer recruits part-time help from mature older workers 
who are stable and skilled, the problems concerning part-time workerVare sob- 
stan Ually reduced. When paying a part-time wage rate similar to that of full-time 
employees, absenteeism and turnover stay low. .Older workers generally do not 
l&ck Job skill*,. amTihe mix of skills In a hibor pool of older workers are similar 
to that of the full-time labor supply. (Werther.) . • 

There are pension-related problems, however, with part-time employment for 
older wdrker*. iEr the Federal Government, the Federal Employees Part-Time 
Career Employment Act of 1978 has established a program to provide career 
part'timeCemployment opportunities. But this program has not been entirely 
successful as a. phased retirement program because of what the Office of Per- 
sonnel Management calls economic tradeoffs. Not only does reduced work mean 
reduced pay, but the employee who switches from full time to part time will not 
be able to use promotions or pay raises after the change to increase the size of the 
retirement pension since it is computed on the highest average annual pay re- 
ceivefrfor any 3 consecutive years. For most employeesftbls high-3 base will be 
computed for the period before they began working part time. (U.S. Office of 
Personnel Management) Most defined benefit plans have similar formulas, so 
the effect on retirement fray will be similar in both the public and private sectors 
for employees covered under defined benefit plans. 

Some of the pension-related problems for those older workers who wfdsh to 
work part time have been discussed in the previous section on disi»|ntive3. 
There are other economic and noneconomic problems with part-time worigSuper- 
visdrs may have to take nonsupervisory Jobs, for example, which generauT*means 
loss of status, «Jn fact, many part-time Jobs haye traditionally bean low status 
and low paying except for self -employment and consultant-type of Jobs. Part- 
time employees may be considered in a category apart and.not considered for 
advancement Firms hiring retired people on a part-time basis may also capitalize 
on the fact that they have pension income and pay low wages without fringe 
benefits. Employers may also find the social security retirement test a constraint 
on utilizing social security retirees. As one small business employer stated: 

"My business is a'Jaaitorial service and my only wish is tHat there was no 
limit, on Social SecurlS earnings. We have good workers that caa only work 
part year so as not to be penalized with deductions from their social security 
that they have paid all their years." (Copperman and Keast) 



Flexitime 



Flexible work hours offer employees the opportunity to choose their own arrival 
and departure time from work within limits set by management For older 
workers, flexitime allows increased flexibility in adjusting work and leisure 
bonis to suit Individual needs. Most flexitime implementation has becu initiated 
by management to Increase employee morale and job satisfaction, reduce turn- 
over, and ease problems of absenteeism and tardiness. Research evaluating flexi- 
time shows no negative results. Flexitime appears to have few serious disad- 
vantages, and In easier to implement than policies such as a compressed work- 
week. (McCarthy.) , ^ 

Results from the ADBA Impact study indicate that approximately 14 percent 
of employers have Implemented flexitime programs and another 3 percent are 
beginning implementation, 17 percent are giving flexitime preliminary or serious 
consideration. The size of the employer, defined as the ratal number of em- 
ployees, had no significant association with the company position on flexitime. 
Smaller firms were as likely to nave adopted flexitime^s' larger inns. 
(Copperman,) \ 

Jo 6 Redesign \ 

When older (or younger) workers can no longer perform a given Job, the usual! 
employer response is to transfer the employee. Other possibie-rftspbnses include I 
early retirement, disability retirement, or putting the employee on the shelf. \ 
Job redesign has been recommended as an alternative response to presumed/ 
physical and mental changes to enable workers to cope with their regular Jpb& 
T|i!s is seen as changing Jobs in order to match the capacity of w rkeri growing 
older. (Sheppard.) It is related to, but not necessarily the same as, Xh* Job en- 
richment movement which seeks to improve the quality of jobs for ail workers. 
Task analysis is generally involved in both cases. 

According. to a 1967 Itepartment of Labor report, few of tho 1,000 largest 
American industrial corporations have specifically redesigned Jobs for older 
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worto9- There U no compelling reason to think that much has changed In this 
regard jdthou*b the quality of workiife projects max coincidental!/ include older 
peraona. (Sheppard.) 



Job/r*trdning to equip workera for new Jobs has often been unavailable to 
older workera^More often; than not, 'the opportunity to participate In new 
learning* experiences and retraining programs. decline as a person approaches 
retirement: (Coppennan and Keait) Keasons for this have included ft belief on 
m *!? 0 ; ? n . p r ,ew (and creators as well) that it/was not worthwhile or coat 
errective to traJn older persons compared to younger persons because of the 
^J*¥*}z 0 ? °? r°f^ r wo?k4lvea.^Other reasons have included the lower level 
i°JLm1! imM°l*5 ,d S r ^^ na Spared to younger people and a belief that 
learning abilities decline with age. 

tJfSZSt^^K^^P* effectiveness; for the employer or educational 
institution fails to take ^in to account the fact that Job and career turnover is 
higher for younger age* than for older «agea. And, it has been argued: 

••There ire reasons to believe that new training- is complementary with 
prevIoua traJnlngj That is, more highly exi*rienced or educated workers can 
learn new skills in a shorter period of time, thuo reducing marginal training 
costs. To the extent that the prior experience of older workers make* them 
more trainable, the increase in marginal costs of training with age is reduced." 
(oammartino.) 

Education and Training 

The argument concerning education is less cogent than It once was since : 
• it appears that the gap in education between younger and older workers 
i ^if 0 ** 11 ^ y™2SP uld contribute to a continuing rcducUon in relative train- 
ing costK. In 4000, 40 percent of 65- to (M-year olds had at least a high school 
education, compared [with 70 i*rc*nt of 25- to Si-year olds ; by 1070, theperceut- 
agefi^wer^and r S5, respectively. By 1000 .the median years of educaUoTfor 
workers aged Is projected to be 1&0, and V2f> for those aged 55 to 04. 
Wm J?fu t0 *T tcr tte tova civilian labor force • • (SammarSno.) 
*%.ml re i*.- iS Naming, various research has demonstrated that learning 
of UboStea^aS^ DOt Dcccssarily decU °° with age. As a Department 

^SS?nSSt i?S2^v ttlld W* 1 ?* 9 Blrren ***** tin^r mosf circum- 

stances, there la HtUe change in primary learning ability as age increases. When 
difference* between age groups do appear, they are usually the result of differ- 
ence* in^j*rceptlon, set, attention* motivation, and jiliyslologlcal state, rather 
than learning capacity." { IXS, Apartment of Labor, p. SO - 

Not all older workers (and younger workers as Weil) are interested in train- 
ing program*, but a substantial proportion are na shown in tableSO which is 
^^it°u * Harris survey. Although the younger population 18-SMi8d 

tne nignest.proportlon of meo and women who were Interested in retraining 
more than, one-third of those ages would be somewhat or very interested 
in such training, Of the public C5^nd^ver, a small proportion— 15 percent of 
the women and 17 percent of the men— were interested. Considering the barrier* 
IH em rl?^u \ for th,s aK _? *™ U V including at that time ninudatory retirement 
at age 05) It is not surprising that only a relatively few ngre interested. The 
Into the smaller age groups, i.e., G5-4K), 70-74, 75 plus. \ 

TABU IC-IKTMCST IN LEARNING NEW SKIUS Oft PARTICIPATING [N JOB T«AIWNG PftOCRAMS 

BY AC£ ANDSEX 
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Federal Program* 

Jto general older workers nrtf not represented proportlunatelj to their eiigibil 
Ity In Federal emblement and training printout. Programs under the (ompre* 
/ henslve Employment and Training Act cCUTAj baie mainly *er*ed unemployed 
and underemployed youth* CETA is funded at around $15 billion. But fur the last 
\ years scarcely 10 percent of nil participant* nere age f£ *,r oter with abarply 
declining proportions for individuals aged 55 and o*er * Federal Council on 
A*lft&j According to a CETA analysis issued in May 107*s those under 22 made 
uf> 51 percent of the U million participants In CETA Hue 1 projects but onfo 
22 percent of those eligible. those 45 and over made up. 7 percent of the parttci 
pants but 22 percent or those eligible for participation, (imuer. labie l.i 

In 10TR however, CETA rca* amended isectJou SOS of title tU$ to mandate 
"the dcrtlopment and establishment * * * of programs for middle-aged and 
older workers* whlth will lead to a more equitable «hare of employment and 
training avKajrces for middle aged and older ^utkerk Ivcsearch and demonsaa- 
Uon programs are called fir abjeb are funded for £J million in fiscal and 
vltl funded for S5 million in ttscal i&M according to a recent statement of the 
Secretary of Labor* 

Senior Community ScrviCf £mnfoy*ae«* Program {8CBP) 

The major employment program »pecifkalfo directed toward wider tvorkers la 
the SC8KI* program soften referred t« as the senior aid program i funded under 
title \ of the Older Americana Act. This program is administered by the De- 
partment of Labor t UOU) and protldes about 50,000 part time jobs »n human 
services oecupa* on* tor workers age 55 and o*cr uho have been chronically 
unemployed and are belu* the putcrt> level, The Hi SEP program is separate 
from the CETA program and Is sukvntru* ted to the national aging organisations 
as well aa State agencies on aging According ;*> l)OU there are 10 applicants 
waiting for every opening in this program 

$C*SRl* has been generally sncve*sfnl nut un|> m providing earned income to 
participant and prmlditg needed sor*kes in human service agencies, but in 
placing aome participant* in n^nsubsidhtcd J«im* It has often been suggested that 
3CSEP Iks expanded because of the wbvloiK* needs of the population M*n ed 
There have a i«o been suggestion* to tan* a into » more formal job training and 
retraining program 

To* Credit* and Ttatnitip $vb*idu* 

Employer- in the prUatc sector have been encouraged t.j hire dlsadtanagcd 
worker* through relath«*ly nmv tax credits and t Kl A I ruining subsidies These 
programs are the targeted Jobs tax ctedii and the pruaio #»wtr.r initiative 
program Tbe tax program prosfdest a tat i redit ei|ual t*> t <rt if the first $car «ilar^ 
up t » $u\Q0O and ^ne- fourth the ***oud 5 ear t nder the pmnte *Mi»ative program, 
euplojers hire the unempluyed f»,r on the >ob irainmit and TETA |«iya the cosfs 
of the training and the wages *>f the trainee h Youmc workers rather than uidf-r 
ivorkera ha*t> lw<» ihe f*Ku* *#f tht-sv prugnims but older workers could «junh0 
If th>y an* bdo« ponert> line, the long term unetnplujed, »ir recipient* 

V 8t*MMA»r Or IfifU'fcB axo Qvrtoxa 

t 

OMer w»»rke?* age «50 and o*er tune be*** *te\idil, reusing «bf*ir Ittb^r fom* 
particlf«ti» particular!* in the last decade Thi* i» due t»» a nun»/^r of inter 
related personal* pension, nad l^t*or nosrset mduencen It«,tb mu mpi«>ment and 
poor health hf themwk^ tna; f«>m* iarl> .n*»*<ont«f> rettrcm*nt «ir cotnb#n«» 
ti> bring about the f<am«^ renutt ifowitw. it is onli^cvi> tlmt th*^ t vc<* farti»rs 
can be the only inilm^e^ ..jic rating when g«^>rnl health ha* U^u i(npP*ung 
and unenjplojfraent ra'.e* l*ate Ouf?uat<Hi 

It apparent that ft nomln'r of M^ucforal fa« lia*e t rc*rtt*d *»me dUfoceA 
tlve?» to work for the older populati-n TIm*** >Ii«iia«wifi«ei t^ati vt% ^orage citij 
rrllretnenr a^i di«t^»orai;e «.>r^ aff^r iwx^nun^ <diyible for *** ml ^4<uri!> and 
employer pension* 

oi«iMJC»Tt**r« to t;«tto\\tK?«T 

After t5eo*t«}ng rhgade f- r ^^^i urMy -iri aj;*- fw-i.e-nt^ *h»- i*igge*t i!e*» 
lnej»tive to «ork is the rvtirrn*ent .^r * n*ir>iu u-«i « orivnti? .f p«r>«*ns agi^ 
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«2 have carnlnKs over $5,000. $l tn hcaellt* I* withheld for e»ere earned ni^o 

*fr U „ , 15i' t " ?rally , ^l*!"^ 1 »»»<• retlremew io*( d.,*, act to restrict work 

,hL».„l reduce*) Ibe retiteineai te,t doe* „..( „pply ,„ n0 nw»rk income 

»f penalizing Income from . -.rnlnit* On- counterargument i* that Wm LSeit* 
to not m annuity and If the retirement test wore to * M «l Z 
with tiish work incomes would bench! at the expense of thtTr,,' fumi ivhn'e 

£™f«L EJZ , Mn * "I *°W ,!( ' ,nent l«v wtal seeurltj benefits. They keen their 
K^»«T , i'7V W « ,h *" " ,rnl,,KS '<*" ««r«.h«ld and drop ant u f the Jahor W 

n order to avoid havtas ;hfir benctit* reduced other* ma) resort to «ub Lfu"e 
in order to maintain fully eligibility «uo[erru,,c 
The «*t and beneat* of removing the earning to*/ are a Mjhieci of en 

raver«y . Hecmtly. a social Sturdy Admlm,!.-*'! n ( S8A > studj coneladed 
that eilmln ulot, of the retirement test for workers aces fl£W would l J£X to 
aa additional $«7S,0 million in payroll tn iw „^ ! 

ttdcra Income use* Tho. w.uld ..««.« T» ,£r4 "l «f tl £», « n&'g Ssv 
has estimated it would «»t to eliminate the Seat and tmy beuen " o 2L*M 

iS'u^S.isr yffi t p N " n, "" i Kw, * d T ^ 

ha. . 1 V"""* '" " rK, "" K f " r ■WMwwrt of the iw, 

ha« emphasized the rcsultioK lnc.-,a-«l cntrlhtitooK >,. taxes to the wonomv 
and Jo retirement iu<ome " ><f waomy 

OmX^nl^Zfi?T , l VV * ' M »««e retirement fe *i completely 

1.. ™, f . m V . ' 1 U ' '" ""-•"rnK'- wore part-time work .,nd nii-e the earn- 

SataThm "' r if " " h W " lMt ,hp " vera 8 e fS Se yootwr 

ft can ateo Ix- awt-il that t,e , nrrent de!aye<i retirement credit tu-oviil«i 
..Oder mtei parity „ too «„,k .« j.ravide mn.h Im, , nl™ to VonUnue 'ttwS 

^ f»i t*„. -n 0 / » m 1 f M ' IC ' 1 " t l H ' r vear to 3 Krcnt >*r year u, io» this 

i < >tlll low nioacfmrialh f.,ir inrrea^eiii 7 percent 

timw prohlhf'e.1 from ensafrlnE in work tdmllar t» t'mt rxrform«l for ,L 
empho-er before retin-.m-nt or have their pemJn* ^ ^0 
f .HleraJ Government retires who are reemployed by the Govermr"rt have the r 
pay reduced by the f«M amount of the annuity receive*! uovprnffi< m navp "»' ,r 

^«* >f " r nII ' m ' ntt "•««•<■•« lo cdlect their pensions and wn -k ».«. t„ „ )2 . 
went rr-tlrem.Tit inc <m.> ami ct.ntnhufe t„ the national L™, t-V .1 
men. gyteta. wnuht „,„ ,,,„.„, „ Mn , taI|y ^'^TdKaMa^iS 
penMionco«tribi)fiotit.areapplicflble •loumonai :aiot ana 

i.^f"^' ,,M ', AR *' "'"ertminntioti in Employment An <Af>BA. ha« reeentlv 
iW*f' ma,),1 '" or > reriremen, hy mixing , ne nmlt from « to TO , he 

art ha* lec,, inte,pre««l a« not rennlrhu i^aniaa nreninU after noma! retire 
meat n C e Thl* free*!,,,: of accn.aU acta uh a .llalaraatir, to work 'bU^S normal 
retln-ment ase by tho^e coveml hy r *nMon „Lin« f 'nrrent prwta * Zv"de 
nwruabt co.iW l-> man.lated to act as work incentives provide 

tJtfcXTZK?^ «'h.. U ; n8n ' ia! ^ at »» 7f) «h- Fcferal Oovern 

7.1, hil '" fl " w i^r^""" ma? »•* t« work l^eyond Uiia ace it 
H -till *ee« 8 . a limitajl.* of a per«m a freetlotr to continue .roS o her^ 

»J \.. Da /"' *?' *? " :,! -' r ' rf ' ll > '-nninate older etaplo,ee» \ Uave i"d 
ing skilN and productit ity rjwiine 

r«ei/.i w> yt ttrrsTf-rx 

^WwSrTKr '"«' h " flitf "' !e ^""'«'*"" olde/wXra ^Kmal 
pontcij«tlr, r , The wulnr rfrtumunlty .en Ire employment t r-.trrain iZCZFv! 
fiim ed nr.der fPe OWer American, Ac „ » .o^ft7 f .ro C rTm «llh o^ not 
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services for workers age 55 and over who ha\e been chronically unemployed and 
are below the poverty level. One objective is to place participants in permanent, 
unsubsldlsed Jobs. There are 10 al>piicantw waiting for every opening in this 
program according to the Department of Labor. 

A new Provision in the CETA program is directed toward research and demon- 
stration projects to provide increased training and employment opportunities for 
older workers. This could be utilized to explore innovative programs Including 
alternative work patterns both in the preretirement years and after retirement 



1. The purpose of the" social security retirement or earnings test is to limit 
benefits for those who are not retired but still working since social security is 
not structured as an annuJty. The test acts to restrict effort since it puts a high 
tax on earnings but not other income. 

Ja)In order to increase employment incentives for the older worker, elim 
te the test This would increase tax revenues and Economic productivity 
as well as supplement retirement income. It, however, would also increase 
costs to soda! security. 

. (b) Raise the earnings test to about the same level as one-half the aver- 
age income of younger workers 25-G4. This would allow those who work 
mainly part time to supplement retirement benefits without being penalized. 
Average income in 1978 was $15,060. This would also increase costs some- 
what 

JKc) Do not raise the earnings test However, allow individuals over age 
85, who remain In *he labor force, to exclude from their taxable income the 
monetary value of their foregone sovial seturity benefit. This would pri 
marily benefit those with higher ea-nings. While not increasing social se 
cnrity costs, some tax revenues would be lost 

(d) Retain the earnings test as ic is now constructed. Eliminating or 
liberalizing the test would be costly for th£ OASI fund. 
2* It has often been suggested that alternative work patterns are needed to 
encourage older workers to remain in the labor force. 

(a) Encourage and develop information on alternative work patterns 
through research and demonstration programs *n existing Federal employ 
ment programs such as CETA* Alternative work patte ns ere part-time 
employment (Including Job-sharing and minishiftsj. flexible hours of work 
and phased retirement 

(b) Older workers below normal retirement age should be encouraged to 
work In order to add to their retirement income. 

id Older worker* should not be entouragrd to remain in the labor force 
until the numbers of young people entering the labor force begin to decline- 

3. The work skills and education of older persons sometimes became obsole* 
cent yet the* constitute a small percentage of persons updating skills and edu 
cation. 

(a> Encourage Job retraining and Job redesign for older workers in pri 
vate industry thronsrh tax incentives. Federal employment and training 
programs, and/or Federal contract requirements. 

lb) Do not encourage more iu vestment in training for older persons as it 
Is not as cost-effectfve as training for younger persons because of the ox 
pectaf ion of shorter work lives. 

4. Retirees with private or public pensions ere sometime* prohibited from en 
gaging in work similar to that performed for the employer tefore retirement. 

(a) Amend ERISA to permit at least part time work in similar trades or 
occupations after retirement without kwinsr the pension. Additional ^ork 
would thns be encouraged but a possible disadvantage would be Increased 
incentive to retire 

(b) Allow present prohibitions to continue. Persons with pensions can 
unfairly compete wilh person* with no pensions 

5* Provide pension incentives now to voluntarily inrrniw> retirement aero 
and em vornse more older American* to remain in the «ork for^ These would 
include : 

(a) additional delayed retirement credits under social security after the 
normal retirement age. 



*ThHf ATtfion* *i«o tw> dU**«**d in *t>* f"o*»*ni«*tofl « working p»P*r "Vtr!*tt#* 

*f R«Ur»m+nt A*r* " 
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plans' ReD8l0D aC ° rUalS a " er DOrmal retlrement ages in private pension 
^*i T ^ e J permiss !, b ! e m a nda t° r y retirement age is now 70 for public and n -lvnte 

me%Tabdi S e n^ by h,H ie A J?^ : the tl Federal <™' service Cndator/^ure- 
raent aboli!med ' but certain occupations may still have mandatory retire- 

« n ( „ a rt ) n A ^ U8 iJ« the UP ^ T limit of nge 70 on the ADBA - Th e existence of any 
^SSSSfi^ retirement age acts as a work disincentive and thus tends to 

dSSring £rfc ^ C ° StS 118 WCM aS d ' miniSh * e ^'ehts of those 

#° not aboli ! h the upper a 8 e 70 is,a reasonable limit which is 

needed for personnel management reasons. * . 
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[Appendix] 

Tiie Aoe Discrimination in Employment Act (ADEA) Summary with 1978 

Amendments 

^Age discrimination in employment was prohihited by Federal law when ADEA 
was enacted in 1967. Initially it protected individuals 40-65 years old : 1978 
amendments extended the upp"- ace limit from 65 to 70. ADEA was initially 
enforced by the U.S. Department or i, a no is Wage and Hour Division but was 
transferred by Executive order to the Equal Employment Opportunity Commis 
sion in 1979. 

'scope 

The law protects Individuals 40-70 from age discrimination by : 
—Private employers of 20 or more persons. 

—Public employers (Federal, State," or local government units) regardless of 

the number of employees. 
—Employment agencies serving such employers. 

—Labor organizations if they operate a hiring hall or procure workers for 
employers, or if they have 25 or more members. 

prohibitions 

It is against the law for employers to discriminate because of oje in: 

—Hiring. 

—Discharging. 

—Promotion. 

—Wages and salaries. 

—Other conditions and privileges of employment. 



9 

ERLC 



73 



155 



OENEBAL EXCEPTIONS 

-Observing the terms of a pension plan or seniority system. 

MANDATORY RETIREMENT 

JBESESgiZ »SS ab °? T eptl0a 10 P' rohlb " invo.untary 

age 65 Immediately. The/Z k effect "te^ 0 ^* 6 ? f ° r em P'°^« 
tor persons under cohesively Sinod 2£?„?i2,2? Januar y L 1»79, except 
the effective date is the Term LuoT^ofZnZ^T^r 10 "^P^. 
whichever occurs first the a S reeme nt or Jnnnaryl> I960, 

FEDERAL EMPLOYEES / 

^^.M^Sfir^iTfiS? W r h,Ch , hft , d bee "/^«ired at age 
of the effect of this action SerV, ° e Con,mIssl °n is to make a study 

EXECUTIVES AND PROFESbORS— EXEMPTIONS 
FOREWOBD 

what steps should he taken ,nn/iiL \ , KIapatll > °nd Young to recommend 
of a mandatory retiren^nt i e ^ IeSMlae ftom the ^"'nattan 

-25flSMfi beentub?,^ disposal an ahundance of 

retirement age and Federal legislation n rn^I o " ,a e,I « ,, »»'«» » mandatory 
nteresting, but not surprising tha "the exerts Imv^fn"^^ 611 pend,n «- 11 '« 
the questions— much more— <mimi*inJ „„5 ' ave 1,t,le Acuity dentlfyine 
uncertainties created by^?„ P Ktol«Torn^d^ ,l,,W T ' 8 du '' ,n * 
"°ns and pending legislation and ite statu" „« iSs 08 ?, et> unt J stcd '"terpreta- 
Wm erse " Iocs of constituencies ' CU 08 the confll ^ng attitudes 

drop for Z SuteSSS' we do^K '"l'™ 1 ™ 1 t,,at P^ ld <* ■ 
on the broad societal eft4ts of The efinuna, on n^ 8 'V?*** that we «>«««>«* 
we do not feel competent lo Vo L n " of """"""tory retirement age and 
challenges created for AU^V RteM^/^ 1 , ^ th ° COncern " and 
any oti I er company of our size »»l Z^Lu ^ e We are not aware of 

retirement age^ Consequently there IX JZaI* 1 ^ 8 "5 had a Mandatory 
band, our action gives us the op,"rtunitv anKW *? f0llow ' 0n the ° ther 
ul !l ha S 6 ,0 " ct °» a ffi basis " m t0 tcst new a PP'°»<*es 

Is within this framework that this report was prepared. ~ 

Section I. Summary of Recommendations \ 

deliberations have resulted i-, «,„ ' unIon : Government; and publlb Its 
discussed In greater detail In section ^ ecom '»™ d °"°"s listed below whicf are 

1 statement. page 108. 
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1. Continue the philosophy and the policy that there should be no specified 
mandatory retirement age irrespective of any such age that may be specified 
in future legislation. (This does not apply to the Anaconda Co. which has 
eliminated mandatory retirement age only in those States requiring such action 
and which has stated its intent to follow Federal legislation elsewhere. Also 
certain other subsidiaries have not adopted any change of policy on inanda- 

ion which would neither encourage nor discourage 



tory retirement) \ 

2. Adopt a company post: 
retirement at any specific agfc. , 

3. Continue pension beneAts for retirement after age 65 at same level as for 



retirement at age 65. 
4. Review each benefit toj 



4 Keview eacn uenent io /larify the status and impact on post-65 employment. 

5. Review personnel practices to clarify status and impact on post-65 em- 
ployment _ . . 

6. Establish standards for acceptance or denial of employee requests to con- 
tinue work after age 65 and develop related procedures and forms. 

7. Study changes in benefits and personnel practices designed to make re- 
tirement attractive. - ... ... . 

8. Undertake a definitive study of the ARCO work force to identify critical 
skills that may be in short supply. 

0. Follow carefully any legislation and relations relating to mandatory 

10 Adopt uniform companywide performance review programs designed to 
improve career counseling and evaluation and documentation of performance. 

11. Provide for effeotive and timely communications to supervisors on poli- 
cies and practices adopted. 

Section II. General Backoround 

The following general environment provideSTr-backdrop for our deliberations 
and -a rationale for elimination of a mandatory retirement age. 

DEMOORAPHICS ♦ 

The work force, which has-been growing at unprecedented rates since World 
War II will grow more slowly during the next 15 years. Behind this slowdown 
18 a slurp drop in the birth rate of the 1060 s, resulting in fewer youths reaching 
working age in the 1080's. Bureau GT Labor Statistics data as quoted n an article 
"New Labor Force Projections to 1990" from the December 1076 issue of the 
"Monthly Labor Review" project the labor force growing at an annual rate of 
10 percent in the late 1070's, and 1.1 percent during the 1980's. This compare* 
witranTcrease of 2.3 percent during the first half of the 1070's, thus explaining 
recent difficulty in reducing nnempiojment. Accentuating the more rapid increase 
of the past few years was the unprecedented entry into the labor force of pri- 
mary age (25-54) women, which is not expected to increase at the same rate in 

U The'economy created over 4 million new jobs in 1077, and more than 3 million 
in 1076 At these levels of job creation, unemployment should soon dry up. At any 
rate the data indicate that if economic^ growth continues at no more than in 
recent years, t>y 1D00 employers may be encouraging people to work beyond age 

Another latent force bearing on mandatory retirement at age 65 relates to the 
so-called dependency ratio problem. When social security was first adopted In 
1935 there were 0 to 10 adults in the labor force for each person over 6?. Now 
he ratio is 3 to 1, and by the early 1980's, it will be 2.5 to 1. The ransftr pay- 
ments from workers to retirees may become politically unbearable »>ffore /he 
end of the" entury. This clearl> is a problem area for 20 years, bu will level off 
when the baby boom of the late 1940's becomes the gerontological.boom of the 
early part of the next century. 

INFLATION 

Inflation has shrunk the real income of many retirees to the ^^"t/ 11 ^/!;^ 
perceived confidence in the security of private pensions is greatly dlmlnMed. 
Social security allowances, on the other hand, have increased somewhat more 
^ (1 y than inflation in recent years. Some companies, including many in the 
^^roleum industry, have periodically adjusted pension allowances in partial 
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lXolZ,V h<> i raV ? 8 , eS 0f lnfla,lon - But the overwhelming majority of retirees 

ADVANCING LIFE EXPECTANCY , 
RIGHT-TO-WORK-LONGER ETHIC 

- iT, h ?n 0 ? ini0 ! 1 R ? enroh ^rp. published a poll in September 1977 flndinir that 

State of California "mislation 
California lins recentlj passed legislation that eliminates comnulsorv ™tir»- 

political advocacy 

s h!«lni C !«!!fii^».. , T n " ,0re } >erce P ,lve than husmessm'eq In percelvlnc the 

•Orny i)o\vor" lias organized rnther effectively, and rnllied particularly tn th* 
eanse of rlght-to-work for the healthy. The mos IS 3 
Is the American Association of Rctirrii Vmnna i \ iimm . ,i u jM»"Minons 
an.. reputed to he Brow..* hy ont Imemte ■ ™ IT^ondL" " In " 110 " 8,r °" K 

POLITICAL expediency 

rfi addition to the social Vqulty and political responsiveness justification fnr 
congressional action on mandatory age legislation, there I another moUvator 
he social seonrl y financial problem. Lack of flight ant irtannln. aloM with 
rohiems crea ed hy thlpolltlcal i^^^^mm^^M^mlty^^ 
™'h, l5 „ Crl,lcnl ^<«^DCT6s7p„rtlady faced up to 

txar^js^sr iK, ° Ar smss 
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Section III. Issues ' 

ose Issues raised by elimination of a mandatory retirement age which the 
force has addressed are set forth below. f 

EFFECT 021 OUR OLDER EMPLOYEES 

Most employees who tend to stay at work after age 65 do so because of the 
deslre.to remain active, fear of inactivity, or fear of insufficient income. However, 
employees npw have a practical alternative to retirement. 

/ * v IFftCT ON OUB TOUNGEB EMPLOYEE8 

As more older employees elect to stay at work beyond age 65, fewer oppor- 
tunities for career advancement will be available to younger employees. This 
fact may cause the better ones to leave and make it more difficult to recruit 
replacements.* 

EFFECT ON THE EMPLOYMENT AND UPGRADING OF MINORITIES AND FEMALES 

-If fewer job opportunities are available, there could be a slowing in the rate of 
employment and upgrading of minorities and females. The existence of fewer 
Job opportunities with continued emphasis on miuority and female employment 
majr result in louder and more persistent cries of reverse discrimination by 
others. 

EFFECT ON ABILITY TO AVOID CHARGES OF AGE DISCRIMINATION 

^ The elimination of an upper age to delineate theprotected class significantly 
increases the probability of claims of age discrimination and Reduces our ability 
to deal with such claims effectively— particularly absent a valid and uniform per- 
formance evaluation program. 

EFFECT ON MANPOWER PLANNING 

Mandatory retirement has been a major contributor to turnover. Although 
we could not plan on employees staying to 65, we could plan on them leaving at 
65 Our forecasts of future requirements, never really accurate, will be less so. 
Definition of recruitment needs and replacement potentials will suffer. Depending 
upon policies adopted, we could lose competent people to others, but we may be 
able to attract competent people from others.. 

EFFECT ON MANAGEMENT ATTITUDES AND ORGANIZATIONAL EFFECTIVENESS 

The ability of the company to compete and io grow depends on the effectiveness 
and motivation of management Management effectiveness can be impacted ad- 
versely under a policy of no mandatory retirement age by a number of factors. 
Among such factors are retention of marginal performers past normaljretirement 
age reduced opportunities for advancement of competent lower leveV managers, 
and the possibility of loss to others of high potential employees. Corftrol of pro- 
fessiona^and managerial obsolescence could become a problem. 

Conversely, the new policy will permit retention of experienced individuals and 
place emphasis on competence and performance rathei ban on arbitrary age 
groups. 

EfWLt OF LEOTG/uATION, REGULATIONS, AND RELATED INTERPRETATIONS 

KlimlnaHpn of mandatory retirement age puts ARCO in the vanguard of U.S. 
industry, wfiTCh for the most part seems to be taking a wait and see attitude- 
even in California. This provides us with an opportunity to address the problems 
on the basis of the position we feel will eventually become public policjyjn the 
interim, we are lonely and we must address the issue so as not to provi<KT w fertile 
source of high potential candidates for other companies. 

EFFECT ON UNIONS 

To date, most unions representing our employees have declined to embrace our 
chance of policy wUh open arms. Federal legislation will give them a national 
alternative. We may weU have to treat represented and nonrepresented employees 
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differently with the problems attendant upon such circumstance, nitimnte 
haieto^W 00 man,tator * retirement Policy and i benXleveS w£ 

xmor on/of governments 

0 f^ t fJ,l P ^ nt t f vernment requirement* and expectations based on existence 
„,f», ma J lda « t0 ^ - reU , reinent a«e may be nnreallsUc under a policy that specifies no 
™won a 4S ««: 0 PP°/ tun,t y Koals and employment of the young wo" Inex- 
h« SSTS; l^^f i ^ wl P * faced w 101 conflicting objectives and prlori- 
Ues and the period of adjustment may be difficult to live with. 

EITECT ON THE PUBLIC 

ri fl ? U n^ 0r ^P^Itly stated by company executives In mate- 

r^I published for external consumption, and through our announced adoption 
? e £ res * n t ff ,Uc ! on mandatory retirement suggests that to maintain credi- 
bility, we should endeavor to match our actions to our words. 

EITECT ON WAOES AND BENEFITS 

hflt^llniflnL a f C ^ 0 ^ 8 we have **re*ay taken and those that we may take could 
ntLf£ nI M CaBt VP" ence 00 our w a«e and benefit programs and their costs 
™ * a W lR » t,on <>* wages and benefits can have a significant Impact on 
our ability to meet other personnel-objectlves. 

Section IV r Recommendations 

In the short ran, we probably will not have many employees opting to stay 
beyond age 65. (Since our announcement of elimination of age 65 retirement ase 
less than a dozen employees have applied to continue work after 65.) The Initial 
f"f» problems of administering our announced policy and complying with 
legislation should not severely tax our finances or Ingenuity. Within a few years. 
?n r l Um i e L 0f deve *0P m egta (discus^Pln section II) may occur which could lead 
to increasing numbers of empioyees°working beyond age 65. 

Our recommendations, therefore, are based on the premise that the number of 
people working beyond age 65 will increase over the years. Thus, it becomes 
essential that we address some of the long-term Issues now while our problems 
are minimal and the opportunity exists to upgrade the quality of our work force. 
We need to develop selective-options to respond to our various constituencies 
and to unique Individual differences and desires, to minimize legal confronta- 
tions, to preserve human dignity, and yet maintain the vitality of the organiza- 

The following recommendations, summarized previously, are designed to ad- 
dress those ofttlmcfc conflicting objectives: 8 a 

1. Continue with' the concept that we should adopt no specified mandatory 
retirement age. Although not the most conservative concept that could be adopted, 
we believe this concept will eventually become public policy. It fa t In our Interest 

f 2J3L ^.1° de! ? wlth U whIle the P roMen » it might create are minimal. To 
I Sr £&£ different mandatory retirement age (such as apl*ar8 In present Fed- 
Si 1 Ic ^Pi a u tion ) P r0 J»ably will only cause\us to face similar problems at a later 
S^;«Sl rt ! le * ^ i or * e, ms concept negates any concerns that may arise because 
hJ*?&* 8ta t ator ? Provisions of the various States In which we operate, par- 
ticularly^ such provisions are not preempted by Federal legislation/ Lastly, 
there Is no compelling social, physical, or economic argument that mak^one 
mandatory retirement age better than another. 

«f «nt d i5!!L a C0m £ a !L y po f ture ne,ther encouraging nor discouraging retirement 
at any tfven age. Although certain policies, benefits, or procedures will be viewed 
as either encouraging or discouraging retirement at a specific age, if conceived 
and communicated adroitly, they can tend to balance out. We believe It isin the 
company s Interest to maintain an overall neutral policy posture, recognizing 
working to (encourage some individuals to retire and others to continue 

3. Continue pension benefits for retirement after age 65 at same level as fo- 
reMrement at age 65. Future legislation and/or nSm^iSJ^wJ^ 
different action and studies should be undertaken to determine alternative 
courses and related costs. In the meantime, retention on the*a7roll provides i™ 
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centive. to those who wish to avoid the inroad* of inflation without reducing ulti 
mate retirement benefits. At the same time, retention of the same level of pen- 
sion benefits after age 05 provides an inducement to retire at or before 05. 

4. Review each benefit to clarify the status and impact on post-05 employment 
Considering legal requirement*, union pressures, and objectives stated elsewhere 
in this report, the status and impact of post-05 employ ment on each benefit 
should be clarified. This would include insurance plans, retirement plan, thrift 
plan, and paid absence plans, (Includes employees working beyond age 05, those 
retired and rehired after 65, and those hired after 05.) 

5. Review personnel practices to clarify status and impact on post 05 em- 
ployment. Within legal and other related constraints, we should address merit 
and other salary practices, consideration for promotional opportunities, the 
rehiring of retirees, either as employees or consultants, and the hiring of indi 
vidnals retired by others. 

0. Establish standards for acceptance or denial of employee requests to con 
Unue work after age 05 (in line with current company policy) and develop 
related procedures/forms. We need to set uniform physical/performance stand- 
ards to be used as a basis for accepting or denying employee requests to con 
tinue work. In anticipation of Federal legislation becoming effective January 1. 
1970, the subject procedures should be reviewed for compliance with such 
legislation. 

7. Study changes in benefits and personnel practices designed to make retire- 
ment attractive. There are two major reasons why employees may not elect to 
retire. One is financial, including fear of living on a fixed income in an infla- 
tionary ecoromy. The other is fear of inactivity, loss of statu*, and other charac 
teristics or psychological insecurity. 

The level of onr pension benefits is such that retirement at or before age 05 
can be attractive in the short term. However, in the xong term, the loss of pur- 
chasing power due to inflation is a deterrent. Also, both Government and unions 
will probably apply pressure for post-age-05 benefits. We should therefore ini- 
tiate studies of a number of actions designed to help offset inflation after 
retirement : 

Retirement allowance cost-of-living inflator. 

Financial supplements to encourage severance where desirable (the 1078 
special termination plans are illustrative). 

Continuation of insurance benefits with special emphasis on medical 
insurance. 

Payment of part or all of costs of physical examinations. 
It should be recognized that actions that make retirement more attractive 
generally will be counterproductive to our inevitable desire to entourage certain 
employees with critical skills to remain at work. It may pro\e advisable, tnere- 
fore, to place emphasis on selective incentives Muh a.** the si>ecial tormina tk a 
plans wherein management discretion Is maximized, rather than on broad 
improvements to retirement benefits. 

To aid employees to make the transition to retirement and thus lead to greater 
acceptance of retirement as a new phase of life, a program of gradual retirement 
might include any or all of the following: 

Reduced hours and/or job responsibilities. 

Leaves, sabbaticals, longer vacations. 

Special work assignments including community service. 
To further reduce anxiety about inactivity and disuse of talent after retirement, 
some actions might be taken to foster continued use of time and .talents to the 
benefit of the company as well as the Individual: 

Provide counseling sen Ice and educational assistance for second careers. 

Provide outplacement services. 

Make use of retirees as consultants to supplement the regular work force 
on special studies and /or projects. 

8. t'ndertake a definitive study of the AKCO work forie to identify critical 
skills that may l>e in short supply. It is anticipated that elimination of mandatory 
retirement w HI result in a minimal but .sustained dee reuse in our recruiting re 
(lulrwiients in the foreseeable future (less than 2 percent through 1 1)82 » Hon 
ever, demographies of our work forte may reveal problem.-* or opportunities not 
discernible with data presently available / 

0. Follow carefully t lie passage of legislation and issuance of regulations 
relating to mandatory retire au nt. Future Government actions may indicate the 



AC 



7y 



161 

ally, „, lce retirement age l.s c a ged?ai h , Ke,.Z1 u-T 1 ?^ et °- • Vdul "°»- 
tinkering with the Social Seen ty Act and EH s V T.? ' Co "« r, ;f cou '« begin 
security beiicttttare payable cou I bo raised U lot t\u "f. ' ?*im J h Wc " SOci " 1 
the muiibcr or employees decline to/work nftni V- v " os ?. ,0,,l, '«' <-ould impact 
our employees retlr.ng at <o t col X ° .ernnl. vmo, . ,n° US Stat f S " ,,ve l*»»'«ed 
not contested sueh claims. Wha hosi m ^^L.TSr 1 ''*:^ UC ,,aXC 
mandatory retirement age is speculative n siw,„7 , . 1 take nuSent » • 

•oti^rtrBtytf fh.%w ; s , r.. w ir, " rosrnn,! <- ,f - «• 

ment performance throwgnout /„ ou ,mnv^ essential _(o evaluate and docn- 
can he taken on f^OmS^H M^ 1 ^^^^ »l»im>|.riiite a.tu.n 
tory retirement $ge „„ lerscom X hmmrf»^ Ke 7 h f . C,,n,l,,,,tlon of a ,aa " d »- 
cullber and consistency o F o>Xog , " ftl ' b "° ^,',1 h ,' S ' ,Ctl . 0n ; We «* 
sonnel nctlons. / " roi > r " m "«■' a major factor in justifying per- 

n -nc.^^ to supervisor., The «« ,„ 

rests largely |„ ,h c hands 'o 0 „r s pe vTsorT l Tu" !" "° UCy 8 "« !e "'«>"« 
supervisory force motlvate/1 to carrv o, it ^ S.anv "■ Well infor """ 1 

of effective results and oi^r best defens „■.„ s tES? '* .°," r 
Its application in individual ease* ks 0,1 ,he l ,0 "« »«*•'!' or 

™» c,,v ^'k'svs sb- " , 

Aiistract 

7"!=^.^^ «« be ac- 

of public and pYhate pension t e «ZL ^""^ plating eost.s 
..Matlon and increasing social a vn "ne KfJlT. 10 ™ ° f ■""'^ of 
for Increasing the dt\ elonnipnt i.» i ii,,.7.i. . resulted in numerous proposals 
for older workers. These ^nhernn i -n, , ' ,,0, ,' °V' PX, " ie ^tlremcnl o .Uons 

time and degree of r-tlremeut f. 1 Z, \Zr RrP! " Pr '•MWvWunl choice as to the 
tlons for older worke si ll V"efVu Zn^n"^ eX, °" dPd *»'<>'<» X 
future In response to chansiag soel„> , 1 ec nn,»i ° " ,Creai - c «' p 

tmn discusses the emergence of nil nr., ti « circumstances. This present*, 

programs which emphasise Ilex- le r" 1^ 0 """^ X "»"• 

governments and employers and , Me- ers .?„, ""• exa, "»»«' response by- 
Identify Hexlldeworkllfealtenrntive^ *tJZa™]£££^* f " rfhPr re!iear <-" <° 
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society. The tontinuousjnerease ir* the proportion of persons no longer work- 
ing can be viewed as both undesirable and dysfunctional. The combination of 
demographic changes, high rates of inflation. effor^Ujj control rising retirement 
benefit eosts, the early retirement trend and inconsequences of Current i#n 
sion system functioning, however, will result in significant changes in retire- 
ment policies and programs in the years ahead. ' 

In addition to the key poliey areas regarding level of eanihigs replacement 
from public and private pensions, adjustment of benefits for inflation, financing ( 
alternatives, and coordination of retirement systems, a particularly ^mpor tan t 
concern of public policy, now emerging is the extent to which onier persons can 
choose to allocate their time between employment and tenure. That is.Niow 
should retirement potiey be designed In order to provide opportunities for pnrt 
time employment with partial retirement, to allow for a transition between 
full-time work and full retirement? This question raises the most important 
underlying- Issue regarding the future of retirement poliey: What should in* 
our tong-nin goals for the future of retirement in the United Stntes.' 

Wkile it Is clear that we do not at present hnve one relatively uniform na- 
tional retirement poliey. it is also evident that most of our present uncoordi- 
nated policies result in the major trend of enrly retirement This trend is 
beginning to be perceived as dysfunctional mainly because of increasing pen 
sion costs. Of eourse, it may also be dysfunetionni because it limits the human 
potential of millions of persons who could contribute to productivity if provided 
with the opportunity. To a considerable extent, current retirement behavior 
reflects the incentives provided by current polieles. These mny he bnsed on the 
perceived need to remove older workers from the labor force in order to make 
room for younger and middle-aged employees. It is elear that we arc approach- 
ing the limit Of marginal utility for sueh polleies. Ever} i*rson who retires 
requires support from the remaining work force. As the tux hurden for tiilr 
support increases, workers suffer reductions in qunlit> o< life Current economic' 
conditions of inflation and declining productivity further reduce quality of rife 
and lower expectations for future growth and accompanying economic and 

benefits* J 

A major question that confronts our society Is whether we will eonscfously 
act to develop and implement a retirement which emphnslzes mtfre hai 

anee in utilizing the capacities of the available work force, or continue our 
present approach of reaeting to limited aspects of the problem with stopgap 
measures designed to temporarily remedy the most iiLincdinte proWms Tluu 
far, the reactive approach has led only to proposals for shifting tht? fin lHai 
burden of retirement support from reliance on one method of taxation to an 
other. Such measures, of course, will not resolve 4 he growing financial crisis 
and are based primarily on acceptance of current retirement poHcies. A more 
comprehensive analysis of our ememing retirement erisls demonstrates that 
dealing only with the ineoinc support !Vl*cts of the problem will not alter the 
basic dilemma- -the appropriate utilization of human capital. In order to create 
a new retirement future, the issue of encouraging the employment of older 
workers must be sntlrfaetorily resulted. National policies must, therefore, be 
devised to; 

A. Modify public iw?nsion systems to provide for partial retirement option* 

B. Encourage the utilisation of pension system incentives for developing 
transitional retirement programs for employees. 

C. Encourage employers to adopt personnel po)iei«s i>ermltting greater 
ilexibility for older workers. 

O. Create more balance in the sharing of income support for tin- retired. 

E. Eneourage the development of programs which involve flexible work 
life approaches nhich are not based on the traditional linear life plan of 
edueaticn, work, find retirement. 

* Flexible Imstributio* of Work. Education*, and Leisure 

U<er the past 75 years. Industrialization nuotnpnnied by significant economic 
gnmth has resulted in a substantia* » eduction in the proportion of time spent 
nt work. For the must par*, this reduct* >n has resulted from a substantial de 
cltne in weekly hours worked. In fact, the average V.S. workweek has declined 
from approximately tiO to 30 hours oxer the jmst eentury Over the last 4^'ears, 
however, the workweek has remained quite stable and most of the rMiCtion 
in working time has been in the form of vacations and holidays. In ayliuon? 
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The result of S iw ter ha! ^T" 1 later 

fining to school I7y^ 2 'wo* A, tt,? Hfe pattern- 

To some extent this nut ern of llfo^i C i. u > ? rs ' autl rcUriu K & «W "Be. 
natural requlreiuei Is of ' h" life cwh^tai i B Can T ' e,Ve<1 as a result °' ">e 
Ixatlop. However apZrs iter u,^l^. eS "°" M V ,0 . C0, " 1,t,0D8 <* Industrial- 
. JSttfarlb the result of «,wnln SaS'to ? ^earMife pattern is 
-"Between age groups. To a cwiXri ,wl« .. 1 a " U cwn P<««"on for work 
1 primarily into midlife X rl s u nf f T lU ° S 0m ." ress,0lJ ot activity 
whlc* have result* IliirS, ■ UUVanc « 1 Industrialization 

opportunities for ^"JS SlWteSfinfcSff * P °" Cle9 l ° PreSe "' e J ° b 

r ' ^ fun « «>' -era. work- 
bpjmrt.mUiea.Of course. tMSto s! ortalo^f 1 °n. m ' , 1 8t 8 ' ,ar I e , Ule «vallahle joh 
tlnues to result In urioiu emolo v.no,? Jo i? ln tne States -on- 

who are most wrloi^ nft^K n.! i IWU ,'??" f ° r youUl anu older 

rt*ntr„,,t 8 ; d, " if ^orti^ ?.V^ ew ' and Women "»"<)r force 

of dlstrihutioa of work. wlucatlonT/d MiZ^li"" CUr , Tent " ,,enr I*" 0 ™ 
prohlem* are likely to I, , ™Z e ° nte sltv w|,h ,h, thC a r* vp -nientloned 

hins of youth ami older «• Irk , L vt J . .* V ,' C " k, ly ""etTbtitlon of prob- 
related to the l/ncar fV Z tern 2e - Zi T !,,W| 1 u, "- es work distribution 
'■urden (parUcnlurly f" #« red y uu "T""* '" » K"> W '"K sup),ort 

force. ThV retention ur enl un^iu i ,t tt workers » 0,1 remaining work 
th.ii w.>rk^etlremen imttern wuu ,1, . "' P ^ eUt "Wtarlwd linear, educa- 

»f worker,.. A pattern liividrlim m..~ 7 '.TT u '" nIo,,s '-et»ee.. groups 
und leisure whlYh would r ed s ml,? . .. '^ U ' !" s,r ' l, ""°" «* education, work, 
sijent In yon,,,*... .^J , ^ . {'^''t ° f »«'»" 0 ^"n'e »«« 

leisure, or i-art-tln.,. enii.l .y,,,o , u ^ . > 7, " fl * ' f " r l uin, "'''« education. - 
'^^^L mrm t7^^l^ r ^ m ' mbUf rm »- "> <** <bsfu.ut.onal ' 

fr-S^r^SSX'X W ""' d »« >v'U.'suppor, 

« h,. <*uld most Lne.lt 1. h.'pt. Z.,. " X^Z£ Kn - ^ ° Wer W 
hy rte«t and Stern .11.77, als „ ™ I m,h " ' "'° rk Slto 
"•hlltlonal Ueslhlllty In „, U MnlX Jl ,1' w V rker " " ls " l ' TOtfr 

" nitHllfled cycl... hf P ,«„ ern «l( h m t.«.w "•, ,he 1 , " o f,P0P''»"r nppronch Iwlng 
tapered or phased retlremen" ox| e»'le«l is riods of free time In midlife nnd 

w.S,'fe Zx^^tfnZ'Z™.*™*"' ""'^ '« «»cr the current rigid 
ink, In cUt.n" n r" ... xl. . ™MU? K £?! m, l£' '° "' e ^VMes to 
pr-mches to rcd.,trii., ti . J \*£ "tt" 1 * !< «7«e«)mmendatioiw fnclude ap- 
employment, puhli.' mvU . I « , 5 M ? rkwc * k,, - 1 Job s,,arin K- Part-time 
retirement program,., etr Iniurn , jX', If" » '"'"iT" 1 " 1 '° a lexlhle 
of nhKcncc provisions fcxUfo rtlnm?^ ?V'™ Um tlmv - " ,0re lll>crnl •«« 
Plam.. paid or u.„m d Him tt^fflST JSKiTii "!"' <vo«cher. 
ployment InKunu..,. :„ sup s rt X- h oi . ^ ^ f" ''"V'S 8 . 1 "-. 9^ <">em- 

-ao, mutually ^r.^T.^ . 

Pnilh^iarly'?^*^;^ J» ~ of puhile snppor, 

trlhtttivc Ht,,,s might i H . hnrutf.il ! I ■ m N " ,,h •''eeemeal re-lis- 
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The tfadoa! ln*tirutionalli»Hon of retirement baa reamlted to making retire 
meot policy an i**oe of major national concert*. Attention Is now focused on the 
Problem* of naintalnlsg the dnandai stability of the social security Kjntem. regu 
luting the provision of private pension benefits {Employee R«tiret^»t locom<> 
Security Act) and waring the right to employment tat older woHfcr* f As* Dhs 
crtoUiaticn In Employment Act;. Retent legislation- Age Dl«c<fm!naUoo in Eta 
ployment Act Amendment* of prooibltin* mandator* iriUremeoi before as* 
TO for most private M-ctor employe*?, baa served to intensify concern with labor 
foreo participation by present and future cohort* of older workera The cbaaginr 
composition of the C.8. work force aud the Influence of thl* new legtelation are 
being widely lilrauswl with re&Uon to adjusuooota In corporate personnel and 
pension pelirle*. fMsplte the continued prevalence of the early reUremcqi tren.' 
there are a numter of factor* which are likely to result in later relircmchj for a 
growing proportion cf the older work force So tfeyeara ahead Amon* the c«*<t 
uaportant of Ibo* are the gradual agios of the potation and *«*tmt. longer 
life expectancy^aod the concomitant increaalog naanclal support burden for a 

St ln ffi^^o^rfi a Sth mntnre ?eo*lon Hystem*. ibv continuous aging «t the 
population accjmpauiftd by inereaatogly earlier retirement by many worker* la 
already muling In «riou* economic pressure on Rhrfnktog work force* « 
flaw* growk* retirement benefit payments. Ovvir the pa* 20 yea w wg* 
duSSSulcd ctuntrle* have introdued a tariety of ao-called Cexlb e reUrement 
pSonTln pubUe pension ayatama. Almost all of these policies a low for ear v 
retirement before -he normal reUremeat age In order to provide benete to 
worker, whohave bad haaardou* employment, auffer health problem* or pro- 
onemp eymeat. Sod early retires politic* have .^«'^»»^ 
maimed i need to provide job opportunities for ynonger labor force entrant* 
Krf (S dtwXtrste on e upect of the linear Ufe pattern approach- 
^nmX^^Tt^n^ut. Conumiouon o. tne trend of towered retire- 
S™" vrHl locreaw! the financing problem* of pension ayatem* home have 
predict^ S K result la a alohas of the early reUremeat tread w more 
Mwsrfmentallon with later retirement taken place ... 

'ew wuntrlea have responded to tola problem by developing flexible 
poMlc^remcnY pension ^ollclw which encwe wnt nuj^ emp loytnent «f 
K wwlwa, nor have many buawes* and governmental organlratPm* deret 
owd Son sod personnel policies which reflect thl* object.™ 

^i^torhe relatively recent recognition of lbs problem* of aging wj»k fern* 
the «n^of"Sle reS,ent ha* not as yet been ^J^^ZmmZ 
policy option* identified In fact, tbe amount of n^arch and Mr^m.nta<ion 
Conducted thu* far ha* been oalto limited There remain many una , «vered qu«* 
tlona where empirical rewnreb data are lacking \\c d,t not. for ««»W^*f? 
SrKl-Yuata on United State* or foreign firm* providing flexible ■ » ire 
SopUon*. oor do we tac* bow many employe** have ncce** to or *wW 
aXtntaaoof S option* If they were available. We hare only Urn «^J°f*^ 
?lott on the ootenUa response of U.8. worker* to ihe legislation raMng the fiK* 
fo Mandatory reiiremwt to W. Furthermore, there ^a been iUtle f coy polW 
.««l««t« tr th# area of creating more flexiblUt? through modlflcation *t prtMIr 
ami pr rare JlnsC S(X Obtaining answer* to the** qu«Uon* wfl . 
wbaantSil l rewarch effort Soma InlJial rewarcb on age «'f rtm ^ ,, ™; t "^ , "": 
niu&Mnt and part-time cmpioymeot opportooltle* I* under war hut the 

(»ry reUrement. ""^ lt ^"J™„Jrr* «nd corporate personnel and penwlor 

f£ £«S»rM prepare or»nl»tlon* n adapting t» the 
. upcoming ««iog of the work forte 

Ouua EurtfttcK l*«OT»*r«ct» 
Prlrfpnre ba* demomttrate! that «hl!e Increnidng nomt^r* of older employ*" 
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caaoot locale ucb eropioymeot. They Httor «u« ^co »ptoS* 12* SL^T 5L 

«»Pto»»«at of older worker*, tto e»«st*» of Koch a i«nd£fcr 
froa mudn. Early atudlea of the 0 f a fairer aaBdrHorr reaJt 

future reUmneat payment., would ju^olve a aliift of ^traditional ttfl TtiZ 
wot patters toward traoaittawl or pha*^ mirWt XmMh »£to« 
« Shi gradually reduc* worlds* boors ofer a period of r«»« tofow bSiu^ 

Ual p*a*too syatun which coold Mjpplemer,! wast* earned from rmrl.tlro* em 

Wrtfal pemtfon pineal* Bou, of uw" w Z5 
fwtant * mtatutJaJ depariur.- from pticin, 
too .ueb adjuatowu M raiaias tto minimum a& for rec^ofJSSrt XmJ 

rete«ue Ye., adjimios ito ]i„w*r life plaolo tr>-at, «S &S2X5 

mlddlo-ased and older rapb^tM and u-m a..- «-*t»ay in adjuMJos to fewer 

'.af2 t,t tJ! U,V f wi " "itor «orker* In- provided wiu 

tton of the early reurem-w treod will ior.h. . t «, The actwl »ZmE5£ of 
oWer emplorm for «»pl.,yo,..« ( at t e.«t .* a j*m «bMtoS«4 

petuJoo system... aod .r, prortMr.o of derible work arrsoseaeotH t.j 

fASttTiut. I'.urtoruitr 

.star*. m «^! «|dw t-r**, prrd*t.»> lea*.' ih-lr fall Ume iot« t^au^ -f o.ao 

•^Un'iw health,, .he crucial ,u.s ti .,o », Whether >bey arn u.te^ted loir, 
Uouwi .miAomt or. a full „ f pan uo,. t. of«r, 0 , l9!H > ,| f „ r ^„ 

•*Mmm» ou tbi« ^w.n to lauir.4 r } f p,.,,,,^, : tt) ,x,r,ao^ „ ihe l« f k If 

eroploy«8 f«r «,o.io.,ed e*,d«,»...«i „ w „ !IUit . u,,,, F „ ^ „.^^ f^ 

r^f^:x". ,h " nJ " r ,f ' i * , * ,j,,f> s — 

plo>«* .11 aditta. worker, work f -i« '»a,r ' j .h.,l.r ,r. tie I oiw Hst r Jf *> 
a pem.«« of W b w,„b^n. nr. >& ,ear, „f , s - w a4< .r A a,oi« all o w I, mm 
w»rklo« part tiioe . whHh.-r h» rhohe .r h„weur awrli so o^r.ie ^ 
*o oaiarli) «»bH pa,. «m,e the , w ,w.ta^ of «o «^p u 

p*r«,n, o*er a R e .JO aod t»« tn u<- later U,t*r Por d^lrlog i, J 

perre.ve Itol ^roph.v.r. will ,. , , tlPtt . n „„ ^ nllZ^l^ L^" 

.«l™,•,S. r ':' , ;'^" t " ,, * , • ,,, T!,,,K r ^ f,> oiKm.u^.fde^r.' 

m t »r^,,,« j«r 'f^ srv "v* ari b > ^««^ 

. »«*-rwrf>pm ..f ..Idrr MMpl»>ee* held I.} .-o.pioj . 
Tt,e rlear,^ lodi™n»o of ..ICer w.,rker preferw..*^ .»«,«. f..,o. mulZ i tli 

The roro u lodira.e Ih.t U w ,. uj „ fl „ w „ f , ^ ' . 

• b) aboo. balf of all torrei.t etoplnyrr* *„) tljPJ ttr .uid wrfer ... work ..iiLr 
fid or part-time a, ao alt-raan** to re.ire.r.-o. Tatoo. half ut <n£i 

plan t.. r»-t.rv t«>t».-<.o « Kn mm Tl,^- prefers io,oh thai -*hii. I l.FJt 
m^trntH ...tead ... re.lre ,a,,.a«p a .lUfi.ao m ro.t Sl2 e a rW 
<tu«*t «toro to work While tb«K- pr,-f,r,o t ^ rswft * ^3 ,,! refl^ 
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actual ta&atior, the? jndlcatf a aignilh^ut dfort: *.utre*t aud retired *orfcer* 
for fletlbh: enipkornwni upportuoinfea *• 

Despite the neemicRl? irr«??en*»id* tr?nd toward eari> retirement, «e?erai 
recent development* in tfc«* f'mted HU r <i» and utrud aug£***t that rKiremm* 
pollde* nay gradual be rn«xl*Jh*d tu ^uunigtr and accommodate oior> fh-xjjm- 
retirement, la cnafttrieJi *miumj *n Eurup**, publu pemoor* /o«t«*^«« 
beinj: modified to provide increment* in Anal penmon benefit* and e*tabU*ji 
parzvil penafoo pnjtfr&mn trmt all..,* ,i ^radoai transition to ret irerne nt In a fe* 
in*Titnre* ipartirularlj «n the I nded ma tea., private p?n«ion <o**Ta%e ha* t*-*n 
extended beyond the a#ual rHlj«ax-ot a*;t U$ nu*ines* firm* Kuth imiuieiornt* 
to remain employed are l4ki?l? U» U*ct>f&e more prevalent aa ir«e *o?ti «.f aupportu.* 
an Uxreaainjr retired population rt*e* rK*datt#na to remain f»mph«>ed at h«rt*t 
part umeare bkelj to t i«r«w d*i<* to the mtenntiuf, 4 ,f nuUnda&i p?eferen<-e« 
and wider * mplo»mem «'pportunith#, J'aolK penai<.n ptoit> m.o .*»*o i>e miiner 
ratified to provide additional *nd*M*-meni to *ta> n the labor for<* through an 
inrren** In the a£e »>f eh£}bil.tj for receipt A i#ut -St* «»r ;hr e*fahh*hm**nf >A « 
partial pension option for older work*nr who %i*h to %<>rk part nme 

YltXlVLZ VJElWLMt.ni Of? 1094 

f n order to develop option* for de*ibdit> work ^pportunwe* f**r ««drr s-*rw.n*. 
experimentation with a tarietj? of anpr ./acn*** i# desirable rrogam* <u/, t*e io 
ff^doCKl eaailj b? #-oi|»l»>jw arwJ uft<»n« without dl*mirfin»; 1 * *ai ^»i{»J^>rn^iit 
prartit^ji anil fei r**prt**sil rvai .>j»t«n?*i< for o.d<r «-mplo^€^H of <-?>urKf*, ami* 
*)pXiotsM Kbouhl oiit be inirr>dwed wHh*«ij? *^rpfui «i*i^h«^*' ration t*j i a 

ecip!«>y^ l>er)e/5{ prt^racuM arid 4 H*r*»**r*f«*-l i^* It in*r>»>r ?a;*i rH.^u/* 
lhai siftor* major publu j^u^^*r« i*d!»> *h«r<«»-« ^re ^nKk^I> tfre n#^ir t^n*. 

kt personnel arid pfi.ai<- p&rtAtou i*i*tu i*Mktu+* rr*an b> <jo.*-rr*i*i<»i»' rejc^iati.r* 
re*lttlrem<»titii 

?oor major reU«-c<er»f »/pti«*n>i ^ na^wnw! a>* prr«bij«r.£ o mesifni.^f . 
approach to ftexiMUs? Jwirl> r*»?*r**a*^rit r»rir^u.i*j#f at th+ rn'Tit^l «*rfv .\i.n 4 
full bw*f»fltit are a^allablf* f r pt^Mi< arid «.r *^rf v .t»#- t^r^fifi M>*t<fr*>i <r«ji**i 
tioruil or phau^i rHlm;^^! :riioh*fi£ ji«-riod i^*ro>*iuriit j^trt ^."rk 
l«*for€» full rtfllrem^rit and a fijutit^nAt u*u of rxu\>l*>} in* » full «*r pftrt U?***- - 
bejfjtnd the rt-jjalar retirement as** 

F'vtajao^^ia. Ast« l^rNaiov S'otJfSii 

flir*iUCh0t3t tbi* norH t^M^Jr***^* orsam&il/<*r«H ^er»<-r.ii!^ *ttk^j« <«»atl 

i?i d^velctpln^ fleilhU* retir^tt***!** apprMirfc.^ Wr !»• ?)*»• *»jrff-ri» « .*J *»f d* .♦ioj*- 
iRff»t ran ofdj U» «tir<«i<I*»r **J experiiufMai tn**w- $j<jji*i*»H ,ind |«r>^mm<i *m* 
a« m<*dei« for fu?ur** f*t partes ^» and m>xlin^ti"ft In th» t^iti**} Htat^, f»«r 
^tamp1<», lit** r^ultx r*f rr^<*f4t ^tir.»*j« of ernj 1 ^#-r^ d# m«*r*4!rau- 'fia* j*mpi*.><-r- 
ar»» in th*« pff>f*stt» of jra^at*ri*:\jift^*:»-K jn p*r*oni*« i and i*» c ii*«^n j^in \<*a ^ 
n^ay i&trrjflun* roort* fl#»ttbillfy in TrVrrtirei?ient pro»t^*M 

1 Jn a national maii #«*r*f> of J £&r*. flrm*r and a ffdr^non* ^f»M <«f /.VJ 
iiir^r <m*«rr* than ^mplo>f**>>j firm* < i>ntartc«d in ?U* -pru*; <.f Hi75i ( 
r*«*nn«n MoMgarnen & K*~n*t (\97$* rf^^rti^l that o*t»»*>n 50 t** 60 pr*rr*nt 
♦»f ftrrn^ p»nnUte«l p^nii.iri <u*r.ia!* aftfr ti*r* norina* rHir*ro«if 

f«»r *r#rkrr» rMiiiftuifiiC i»mpt«»>fi»«»iit Thia rna> n<it Ik- a jt«M«rai pattern in 
n.*!*i«tr7 F «rtherm»*rt* d***[Hf4* the a%aiUhiht> of i 4 u-n^fl; an*roal«- very f<*» 
»-nipli>7ee^ remain *>mpi* >*^J t**»>* nd t J*^ normal rf»jr*-nwr*t a«r^ n ^ riMan plan* 
and thm few otil^* ihm option T)»py furtn*»r f *und that aj^out l\ j*ereent 
of all firm* had o* w^r*- imp^n^ntinft ffoxiMf «^rk b« ura 4 fl^* x*ii*ai** # prn^rani* 
1 T {^sr^nf had p^rrrmnirnr j»<?f» t*m# «rnpl**>m*nt f.rr*itiramH and |i<r«rtfr*t had 
fihajwHj fWiirnwnt prri$rran**« us« ^ali 3* p^. ii?nt of all eni|d*j|*ra auti^jFed had 
**t vterf» Implementing «iir<f» of altfrii.^H* .tork M<hr^tnl^ p*4»« 4in J» ^ 

imt^rtant to n»*t** tf>a» mo*t >rnploy*>r*« »*pw*e-«l a ^mnll n<imU-r «*f th#**r 

. jrp|r»jH*« t*» r»>fiti£»o*- «**rk p^^r tin* agi- jn r**«*|i*#n»rf* * - U*<* Jif^ AI'KA 

a^70 rrmndatnr> r*-*if*-m«*ii' a^* ,^i p**r<vnt ».f the •-mnlon-r* i*t\^tt^\ that 
*^** h rfrjtjno^ii »*mpio>mf*f4t n*ntid l# 'piit** imuttu <1 It H inf* rating t*# nr-r* 
h**w^tt»r that **h#*n ^'»r*r*«tt alx^tr p/itrntJai fff^!»# ^.f ri»ntinn«*d inflation *n 
ffflr«»mrnt l*ehauor *>t #-ri*p|oyr-<-« Si (M-rrvnt of firm« .t|^**t that m<»r* 
^fap^^ef*^ «"lll f'*r ' **art-. r»»Iir»*fwnt <nd t** j+r-inf f*jrf*«t tha« ni'»ri' i in 
|d»>i*«'M will vcUU to » - n*tr*n»* w«»rklnc pa-t t!»i* i of ma I r<-Urt-rj*<-n* ^ij.- 
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allowances, employer subsidies, retraining oTder\ worker quota systems si* 
clalized employment services, and phasedretlrement program* are In u«e hi 
both the United States and Huron*, wmie fornix of flexible retirement (u«ually 
early retirement) are mandated by public pension programs 

These recent Initiatives represent the beginning of an overall adjustment 
to changing demographic treadH and economic conditions In the future, larger 
numbers of older persons will be In good health and Interested In continuing 
In some form of employment. Though the supply < f such workers Ih likely to In 
crease gradually at first, as time passes more will desire to continue employ 
'roent. Moreover, as pension costs continue* to escalate, publh policies are likely 
to mandate a later retirement age to reduce economic burdens on younger 
workers nnd to finance retirement pension payments. 

All these developments Require that much more attention be devoted to ex 
amlning new work arrangement* fur older persons, including part time work, 
Job sharing, partial retirement, midlife sabbaticals Job adjustment ^fctfiOng, 
antf^etralnlng— all j>otentInlly useful personnel practices for older worker* To 
implement any of the programs in a particular organizational setting, a review 
of work force characteristics and current personnel and pension policies Is 
usually necessary Requisite to suecc-vrfnl implementation of flexible retirement 
policies is en accommodation to the employers' needs the employees' prefer 
ences an<J the particular work environment ibarai terUtics of the organization 



ITKM 4 M^SSArill SETTS DEPARTMENT uF ELTM-R AFFAIRS POLICY 
.PAPER ON OJ.OER WORKER EMPLOYMENT, ST BMITTEO BY THOMAS 
H D. MA HONEY ' 

The Department of Hide- Affairs !s pleased to Issue the following "Policy 
Paper on Older Worker Employment." This policy paper, which has been In 
preparation over the past >>»ar. Is the product of a collaborative effort between 
department staff nnd ngende* and organizations associated with the Older 
Worker Employment Network (OWEN) Although the department Oas been 
eniafced In employment related activities for a number of years, this policy paper 
represents an Increased loinmitment U> the employment needs of older people In 
Massachusetts. / ' ,1.1 

The policy paper Indicates l&arcan In nhlch the department Intends to take 
act iou .during the n^Jt few yearn Initiatives have nlrend.i begun in many of these 
areas. The department cannot accomplish the tasks set forth In this policy paper 
by Itself. We auk thnt nil organization*, agencies, and Individuals w»jo are con 
ecme<l with the neeu> ..f oitler wyrlera, to cooperate, with ns to make this xx»llcy 
paper a reality Wc web. me your suggestions, your comments and above Ml, your 

hP,P 1 . McrrhlOHO 
Policy Paper or* Omnt Workkh Kmm/)Y«k?ct 

The Massachusetts Department of JSlder Affairs. In lasulng the following 
policy paper, tnkr* official recognition of the Importance of Its role In the devel- 
opment of employment nnd training opportunities for older workers throughout 
the Common wealth The department; In giving high priority to lids Issue com 
ralN Itxeif to act as na advocate for older workers, and pledges to support this 
effort by the nlloention of it* ataff resources assigned to the employment program 
nail other resources .is appropriate ^ k 

Wi keeping with It* legislative mandate t MO LA cb IftA » l» to art as an 




older person* In Stale government and State funded programs Th refore the 
department will work with these agencies to asKl«t them In developing polleie* 
nnd procedures (hat nre sensitive to the employment need* of older worker* 

ft*'t-fif stti.lliH 1.4 Brunch* MorrW and the \rtibm.il Commi«sS<.n for M in 
power Policy." have Indicated that in. rensing number* of people r>ver age ftu will 

"tranrh \*m*nr+ t\ *Bi»t«n A Hurray of \>*4« rity of llo.o.n CoinmlMlon 

I'ollrr. ipwUI report No « Wotilngtoo DC March 107(i 
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* .,i£ I(Jer workc " comprise n heterogeneous population. They consist In nnrt nf 

Since ninny older workers desire to work le<m thnn full ti. n , i * 

l*> entlnl for those older workers uho ivmit ehnlleng Inc uork Fin illv mn, v 
"l.ler ,vork,.r S either lmlivl.h,,,!!,- or collectively, mnf «nn to star he'lr o,v,i 

'X"» f » r >"<• "^'"rfnent hits M„>j,ort ( ,l th, U...H. the Oukr 

<»m«.oi,«,.«ltl, Acordl.,^. «,. Mill „,,. folloulo^ netl , «te„ 

• 1 » n,.- I^mr.m-o. of KM,r Affnlr- mil .-xprnul It, „«lvo ■ .r Zl.on helnlf 

. rimth,. HerkarniiRHiirtil- thi.t imm-i the need* „f „,„„, „| (h . r , 

Sliiiflnrl> ili f . (Jojiiirtment u 111 xpnml Hh mIvck-iim ,.|fi, rl#l to other smti. 

of s, nre KOM-rnm,-.,. W> « ill ,,«« r„rr, M.ls r „, t . „„„ , „ „,, 
..li Ihr ...,«,«„„.„, „„| eontlu.i,. to work eloseh ultl, „> j)" rt . , of 
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delivery systems among CETA agencies and agencies of the aging network 
Finally, we will work closely with the six projects funded under the Department 
of Manpower Development's older worker incentive grant progrnm. 

(4) The department will work with, and help to raise the consciousness of, 
i>ther State agencies that provide employment and training services, such as the 
IMvision of Employment Security and the Massnchusetts Rehabilitation Com- 
mission to ensure that older workers are seen as persons with employment needs 
Further the department will work with these agencies to help them to develop 
policies and procedures that will result in older workers being more adequately 
served. ■ * 

(5) In agencies of the aging network, where the depnrtment hns direct influ- 
J ence such as area agencies on aging, home enre corporations, nutrition programs 

councils on aging, senior centers, including the department itself, we are working 
to Increase the numbers of older employees who work for these agencies, To- 
gether with existing older worker employment programs, Jhe department will 
provide assistance to aging network agencies In the recruitment, training, nnd 
placement of older workers within those agencies. We have found that many 
such ngencies alrendy use the services of a number of older workers through 
such programs as the senior aide program^ and Elder Service Corps, but seem 
unwilling to hire older workers into regulnr full-time professional and admin- 
istrative positions. We will work vigorously to change this situation The de- 
pnrtment will nlso strongly encourage area agencies on aging to develop older 
worker emplovment programs in their areas and to the funding of those pro- 
grams with their resource moneys under title III of the Older Americnns Act, 
as well as to develop other funding sources that can underwrite the cost of such 

1>r (6) a ?he depnrtment will encourage the development of older wor*er owned 
and operated small businesses and organizations which would utilize the skins 
and experience of their participants. For example, elder draftspeople or skilled 
workers may want to form an orgnnizntlon that would facilitate the marketing 
of their particular exi*rtise< We will work with npproprinte State agencies, local 
business Information centers, and Federal ngencies. such as the Small Business 
Administration to stimulate the development of such cld"r enterprises 

(7) The department will encourage the development of training resources r^r 
older workers. We will work with gerontology training programs at community 
colleges nnd nt State and private colleges with the goal of providing mennlmrrul 
emplovment training nnd retraining for the older worker, to encourage them fo 
submit proposals for demonstration grants, or to seek the s-ipp'irt of this depart- 
ment in seeking other State. Federal, and prlvnte grants. 

In those spheres of activity dealing with federally funded programs depart- 
ment grants, nnd legislative proposals Identified as in the interest of elders nnd 
submitted bv the department, most vigorous sn^pon will be clven to those pro 
grams which help older people to remain In or re-enter the work force 
active participants of older workers, or potential workers, will be fosteredpn 
department programs and contracts Mipnortcd by title IV A of the Older A^er 
leans Act. grants on aging, nnd demonstration projects. 

In addition, the department will work closely with the Stnte Department of 
Education to take maximum advantage of the Identification of older workers as a 
priority group in programs funded under title I of the Higher Education Act As 
a targeted group, older workers may benefit from the objective of the Federal 
(Jovernment to conrdlnnte education and training supplies with Inbo- market 
demand through continuing education, community service planning, and research 
material resource planning. Emphasis should be placed on training in fields 
such as the ancillary health Rervices, i .ualegai services, environment!!! programs 
nnd other services thnt will directly benefit older people. 

Special priority should be *tven to those older workers, who. because of layoff* 
and plant closedowns, find themselves unemployed. Many of these workers have 
trnnsfernblc skills nnd with proper ret ruining and nkill upgrading fould he ellgl 
blefor many existing Jobs. , . „ , _ 

(8) The department will encourage reweanh into the needs of older workers 
In the Commonwealth nnd the dissemination of these findings Societal attitudes 
changing demographic trends, the Imnact of inflation, the shifts in the Job mar 
ket. plus stereotypic attitudes, are but some of the many complex factors which 
Impinge upon the employment needs and desires of older workers Some private 
programs and governmental pilot studies hnve already identified jWirticulrrly 
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In September and 0< tober of 1979. the Presidents Commijjjon on Pension Policy 
sponsored a major houvbold survey of 6,100 adults designed to measure the relation- 
snip between pension plan participation and personal wnp.1' The questionnaire that 
waj completed by 'the 6,100 a^lts also asked them very detailed questions relating to 
participation in pension plans, entitlement to benefits, and atutudel regarding 
retirement prospects. 

j 

This booklet contains the preliminary findings of the household survey on these 
issue*. In addition, the U.S. Departmcn: of Labor and the Social Security ^dm,n,stra. 
tton has given the Commission permission to include in this report several prelimnarv 
tables from a companion survey that they sponsored in May 19*9. These survey results 
represent »mc of the most significant findings to date on retirement income .ssues 
and should prove a helpful guide to pension polu ymakers and the general public. 

Coverage 

Tr»er c Iv/s *>ren <ons»derub!e d.v im.on among prns.on experts concerning t^e 
qoeM.on ol who ,> and *ho ,sn't overo<T by a pennon P |an. Obvuwslv. the 
t omrn.ss.on needs the most ,urrent. detailed information available .n order to make 
PoJk y judgment n relate to pensicn < ovrra*e and vesting issues 

J-or purposes ol th t > report, only those *ho indicated that t'*-> * err partM .pa^ts 
l pension of prol.t-shanog plan wer,- c.vmidrred to be 'Vovrred* II the employer 
tad arf es'abhsWpljn, N lt t'wr ..M.vnhml a is „ 0 | a pa/fc»pant. l^Th?*^ *as not 



pj^ ' iom,w,|W '« i PW, M( tr* IV^t^t ol iaNv «.„ 

Pension IVnrdt i, ,araM> < urpor , tHW . ;hr Adtain,«lr «hm O'i Ag,™ Jf ,< S> .1 
Jfj'S^'T ^ ,v>r ' n K * Si 2 m.ll.on aat.^w.de. random s ,r we* and 
analyse of ft.. 00 N*,seK>hts on r.-tiremenf ,ru o-.e issues. The l.rst *avr of .he survey 
*a* « ondu< te<J ,n 0< roher. 197") bv Virket Tact.. Inc. loUo».up su*ve> on wne 

^L^u" * { *" U " *' th W,,,r «" ^ ol th,s year, IVmJ 

sirvry analyse an rhc pnmars questions relating to the npact ol vxiai secu- t> 

l^/Yt P ?' , °' n ^ UH,uxoi "tiremwl in. ome o* personal sav.ngs be>.»*. , 
aiM cap tai for^jlior ,s be, ig done by SRI International 
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counted as covered. Further analysis of the data will study how many of the 
noncovered are likely to* become participants due to meeting Certain eligibility 
requirements. 

Using this definition, the study found ttwt &3.1 percent ot all actus workers IS 
yea^s and older are presently covered by some type of employment-based pent) on, 
profit-sharing, or other retirement plan at their current job. (See table li 

Vs might be expected, younger workers are less likely to be overed by a pension 
plan *hile older workers are more likely lu be covered. (See c^urt I and table S) 

Yemen workers are generally less likely to be pennon plan pa. ttctpant* than 
men. (See chart II and table 2) According to the survey, pension c vage tends to 
flatten out lu the total workforce after age and actually deel * after age 5*. 
(See chart I and table I) ^ 

These lindings are replualed by che results of a ssrniU: survey conducted among 
adults over the age of l& b> the Pepartmcnt of Labor *nd the Sonal Securit) > 
Administration.-' fVchminary analyst* ot that survey mdk atc\ that t*« findings ire\ 
nearly identical to the I ommjssion survey and, therefore, a'e not presented here. 
Analysis o! coverage of the f ull-time pr>vatc se ek* workforce »as prevented by the 
avenues to the Commissioners at <* symposium hei ^ ^pril I*. Vveral tables t'0"» 
that presentation are reprinted here. These data imitate tNil pension ^Overage tor^ 
full-time private sector workers an be defined as ranging from M percent Uo* *ll 
full-time create sector *ofkers) io 61 percent (for full-time pc»va:e sector *orkcrs 
over 2S >ears ot age with iwc or more years »t service with tnet* < «)f rent employer a^d 
over J.OOO hours £i work per year), tthile tf* latter approach results m a higher 
*s>ve<4|£ figure, only *S potent ot the private sector worUorve tits into that 
category. 



2f -Survey af Pemuwi IMar, * ovrrage, t9?J a IVp.tfi<«mi oj laN* Vk al 

Sr- jfify Adfntru\' »: on 
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Vciting 

Even though a p*r«o may be a p*r, lC1 pan, ,„ a pUn , ^ ^ 

* C ' UlUy e ° U,,C<1 * ^ retirement. P mJ .oo tfan^y 

* WkC " '° yMfl °' 0.1* el.S.b.Utr re^re-nen,, 

before they arc ecmiik-red -veiled" in ihe plan. 

The Commiu.on wrvey (ou nd that of the ,o,o) work.ng populatw.over .he age 
ol IS. only 21.1 p^, sre ^„ Ir(J ,„ , ^ ^ ^ ^ ^ 

em; ..*„,,. p,,, , )sufe ,ncn- iS „ w lt h each age cohor.. equal.ng 12.? percent (or 
tho,e 11 and older and 17.1 percent ,or thovc 11 and older. (See table W The 
IXJUSSA u^vey .nd.ca.e, a umHa, „end for gjva.c sector worke r 21 perm, (or 
all age group, ,o 11 percent for ,ho<c 11 and older. (See table 3D) The' h,ghe, 
number, (or ,1* CommHMon .urve, reflecIS Ihe !jcI |hJ , , gfMlM ^ 
government worker, are covered and ,«,ed .n pcn„on pU » are worker, ,n Ihe pr, vw 



A °' h J " W!,J * ,nd '""' «*■*»«. older worker, »ho are wrt.c.pan-., 1<V1 
perwwn plan have a h.gh prooab.lny ol being ve,t«i .n the.r plan. 

Table K Iro.n noi/SSA lurvey „|„ Hr ., M „ , rlaunf , „ 

-e.nng ,n pr.vare vector pem.cv. The I4Dle ^ lh4I thr Emp);)yw R „ lfemw| 
income Secun.y V, ol .9H (ERISA), *„„ , It WIins ..^^ mJy ^ ^ ^ 
.mportant ellcc, on worker,' er.ft.emen,, ,o benef,*. The DOL'SSA wr.ry 

»ho«, that p^^.^ f0v „ „„, wy hlI1/ . (rjm |W jo iw ^ 

ol .hov* ^K„, „, pUn , „c„ed mfNW) (rcln „ p,,, en , (i7 . ? pff( .^, o) 

total lull'ltme *„,„,„.,., .„ w IO 4S ^ ^ , gf ^ ^ ^ 

workforce) >n 
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ATTpVDES ABOUT RETIREMENT 

Retirement Income 

The Commission's survey illustrates the dominant role that workers e*pect social 
security to play tn the U.S. retirement income system. >7.S percent of «U those 
surveyed, both workers and non-workers, expect »octal security to be their primary 
source ol retirement income, while 21.6 percent c«pect to relv pomar-W upon 4 
pension provided by their employer, l« percent hope that their personal savings will 
be their main support in retirement, 2.5 percent expect to rely primarily on an 
Individ^! Retirement Accost (IRA) or a Keogh Plan, while only 1.7 percent think 
that their family wil ^poort them tn resirement. (Sec chart IV) 

These litres are ^cJlected in the survey respondents attitudes towards the 
various type»"bi retirement income. 77.7 percent lee) :he> will dcltmtcly receive 
v>cial security benelits. )2.2 percent think they will delmitely receive an employ- 
ment^^ pension, and 52.S percent think that they will have some retirement 
,neomc as a revult of perianal %av:nRS and inve»?mc t*. (See Uhl* 

The Commission vur'.Vy also lour* all survey rep*onoent* proloundly pe^munc 
about their pros*™ » \tiremcnt. *hen avked ****** "peeled their 

retirement income to be arte^e (or then needs. 62.9 percent answered probably not 
oc delmitely oo. (See table 6) Thn response shows that the people are «ot modern 
ot the ability ol our nation'* ret.rcment .ncome systems to provide *deouate benct.ts 
to the retired. 

Aion K tne w*e line*. percent ol those wrveyrd w,d they expected to live 
4 : t lower sundardol i..in* -Iter retirement. (Sre table 71 

Without Renerahrmg «* the wrvey found that women ore <™*J pesstmis- 

ik iron men. And. wooers <*ci» A t etirement ar* more raut.ou* *4n younger 
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Retirement Am . * * 

i 

The Commmion *ur*e^ louod that >M percent ol t»* won* emulation 
expects to retire at afje 62 or before. (See table «> Currently M percent of those 
applytaf lor social security benefit! actually retire at age 

Thu wrvey also looked 4 1 •potable trends toward increased wo* by the eldertv. 
Of those employed who acr* M !ly kr*w ,f thetr employe had .1 mandatory retirement 
J*$C,r^Hc y , 29,9 percent *aid they were wSjert to mandatory retirement. Mo«e> 
when o*ed If they would like to work pa* their employer*! mandatory reticent a*e. 
only 3U percent responded that th-y would. (See tables * *nd I0> 

Conclusion 

The Commivsion survey and the OOL/SSA survev po.nt out the importance of 
pension coverage an this r©u*trs. Nearly hall ol tl! active workers pirticjpate 1 a 
pemion pUn. 01 that total, more than half are currently vested and eli^ble loc 
pernio benefm lro<V the.; r^rnptoe^ However, vesting mere *ed dramatically tfth 
ific and-length of set ♦W' .Futore repots will Analyze survey result* to atactic the 
years of overed serv^l ^^el^penvion entitlements lor those *jt nested. 

The two yAvo potnt out that veneo lore leu *ell than, met do m our 

current system ol ^/remeol mcome. Th;» fori reflated *om t rt greater 
per*- ••ivn aboutj^tr retirement prospects. 

Contrary to «.r* ^ wyl w (wJrd tJ ^ |-ffc o# 

*boat personaJ petition *n,»er* amon* the general popuiairtn. the ro*r-n. MW "i«* sur 
Sound ,t» respondent* appear to be fairly *r. ^fcr med rrUrtm^r 1?K ome. 



Soc*ai serufitt Aftminnt*** *\ 



dj&eV. 



96 



- ■ m 



/ 



region r„ VO t% x in the United States By Aa«* 








<25 


2504 


TO" 
35-$ 




















i£coVVrW i 

t 1 ! 


'48.15 


?7.91 


45,20 


5*.94 




5?.23 


28.41 


53.10 


5&. £8 


57/1? 


51.3* 



SJ,r ' "'Mrs Aged, 16 «hd Older V . 





\i9?2 


* 1$?9 


; * Total 






Males ^ 








36 


** 




l«5 «5 ifl« security. 'Adnin 1st ratio 



> ACE, t£ARS t HOURS 


TOTAL 


KEN 


VCHEH 'J 


1 Under n$e 

■ — > ft 


19 


22 


15 *i 


2$ and older 


51 


Co 


38 I 


Lena t£an 1 year of 
service 


21 




13 1 


1 or »oro years of 
Bervjce 


58 


66 


* 


Lesi/ than 1000 hour*/ 
year 


8. 


13 


? 


10<^> or ©ore houro/yoar 


61 


6? 


50* 



spurce: DOL/SSA survev 



98 



( 



TABLE 7 



- .Pension coverage in the United Stages By Age n.,d Sex*' 
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VESTED:EMPLOYEES AS PERCENTAGE OF 
" PLAN PARIKIPANTS BY AGE & SEX* 
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CHART V 



EXPECTED SOURGES.OF INCOME 
AFTER RETIREMENT 



probably] 




— V-~ 



\ 



107- 

* *0 



/ 



-. \ 



189 



TABLE 5 » 
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ATTXtUHB 


. SOCIAL ? 
: 71.7 % 


WSJCK TO- 
ttMDBr MP. 


ISA- OH OOCH 


raw SAVxra 

)B DIVKT. 






5.9* 


J2.8 * ; 


M * 




. 17.1 * 


/ 15.6 * 


: io.7^ 


27.6* 


6.3 * 


Probably* not 


6 r r* 


i 


' ' 19.<» * 


^2.7* 


23.3* 




5^1 * f 

« 






27.0 *^ 


66.0* 



S -' 



J i 

/ • 



\ : 



t08 



190 



CHART VI 
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FINANCIAL NEEDS? 
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TABLF 8 

Aoe^At **hlch Respondent Expects to, Quit 
Working Full Tirao * 
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TABLE 9 

Percentage of Employee* Subject to Mandatory 
Retirement (who knew answer, not self-employed) 
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